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1985 

Although legislation regarding women's rights has been 
. 
passed in recent years, it has had little effect on the 

number of women in educational administration. This dis-

sertation was undertaken to compare the attitudes of male 

and female school board members toward women in adminis-

trative positions in the state of Florida. 

The test instrument was the Women as Managers Scale 

(WAMS) developed by Peters, Terborg, and Taynor in 1974 

for the purpose of detecting biased attitudes toward women 

in various organizations. This was a self-administered 

questionnaire sent to 100 percent of the school board mem-

bers in the state of Florida for 1982-83 as listed in the 

Florida Education Directory. Seventy-three percent of the 

board members returned the questionnaire, with 65 percent 

returning full information. There were 160 males and 
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61 females included in the study. 

65 of the 67 counties. 

Responses carne from 

Information was obtained regarding age, sex, size of 

school district, and level of education in addition to 

the twenty questions of the questionnaire which covered 

four different attitude factors. Using the SPSS formula 

for analysis of variance, each dependent variable was 

used in an analysis with each independent variable to 

determine if any specific factor could be a possible 

cause of the attitudes reported. 

The null hypotheses stated that there would be no sig

nificant change in the attitudes of male and female school 

board members toward women in administration regardless of 

age or level of education. The results of the survey 

showed that there was a difference between male and female 

board members' attitudes; however, the results of the 

analysis of variance tests for interactions of age, sex, 

and educational level were not significant at the .05 

Alpha level. Sex was the only significant variable, but 

since sex differences in attitudes among Florida school 

board members were not significantly dependent upon age 

or educational level, the null hypotheses could not be 

rejected. Males were consistently more negative than 

females in their perceptions of women as managers across 

the age and educational level intervals used in the study. 
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CHAPTER I 

INTRODUCTIOn 

In recent years the number of women seeking careers 

outside the horne has drastically increased. As the nurn-

bers of working women increased, the volume of grievances 

regarding inequities in the labor market also increased. 

Some of the major complaints centered around salary scales 

that differentiated between men and women, and promotional 

opportunities that discriminated against women employees. 

The field of education was not exempt from these grievances. 

Education has long been a field of employment open 

to women. Even though the majority of employees in edu-

cation were women, complaints of discrimination could 

still be heard. The basis for these complaints was the 

idea of sex-role stereotyping. Because of preconceived 

ideas that women could manage only certain types of roles, 

women were kept from achieving their fullest potential. 

Women had long been accepted in the governess/teacher 

role, and so long as their aspirations went no higher, all 

was well. As more and more women earned advanced degrees, 

it became obvious that promotions in the field of educa-

tion were discriminatory in nature. This was documented 

in Schmuck's 1975 study, "Sex Discrimination in Public 

1 
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School Administration." 1 In the 1970s and 1980s the move-

ment to eliminate the discriminatory practices against 

women in education increased. Levandowski cited some of 

the legislative decisions. Title VII of the Civil Rights 

Acts of 1964, effective as of March 1972 for professional 

workers, prohibited discrimination on the basis of sex. 

Title VII was enforced by the Equal Employment Opportun-

ities Commission (EEOC) and required that all jobs must be 

open to qualified men and women with no regard to stereotyp

ical beliefs and assumptions regarding sex.2 Congress has 

appropriated money for women's equity programs, laws have 

been passed prohibiting sex discrimination, and professional 

organizations such as the National Association of Secondary 

School Principals have committed themselves to sex-fair 

educational opportunities. In spite of these indications 

of support, the relatively few women in administrative posi-

tions would indicate a general lack of acceptance of women 

in these roles. In 1980 a study made by Kathleen Aiello 

indicated that male principals in the state of Florida were 

generally positive in their opinions of women in 

1P. Schmuck, "Sex Discrimination in Public School 
Administration," Washington, D. C.: National Council of 
Administrative Women in Education, 1975. 

2 Barbara S. Levandowski, "Women in Educational 
Administration: Where Do They Stand?" NASSP Bulletin, 
(September 1977):101. 
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schoolbased administrative positions. 1 Some women, how-

ever, aspire to positions beyond the local school level 

where acceptance by persons other than principals is of 

primary importance. Since school board members give the 

final approval for personnel placement, they become a key 

factor in administrative apointments. 

Background of the Problem 

In 1970 Stanley McFarland testified for the National 

Education Association in the United States Senate Hearings 

on the Equal Rights Amendment. According to Dale, 

McFarland's testimony indicated that discrimination against 

women was a consistent pattern in the field of education. 2 

Phyllis Rosser suggested that one reason for the decrease 

in the number of women in administrative and supervisory 

positions could be the attitude of the educationalcommunity. 

In administrative positions, discrimination is not so 

obvious as it is in athletics and is also difficult to 

prove. Most administrative positions are first advertised 

informally and a decision may be reached before the formal 

1Kathleen H. Aiello, "A Study of Uale Principals' 
Attitudes Toward Women Aspiring to Schoolbased Adminis
trative Positions" (Ed.D. dissertation, Florida Atlantic 
University, 1980), p. 8. 

2 Charlene T. Dale, "Women are Still Missing Persons 
in Administrative and Supervisory Jobs," Educational 
Leadership, November 1973, p. 126. 
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listing of the vacancy. 1 Writing for Educational Leadership, 

Charlene Dale indicated that school boards and college 

trustees did not advertise their opposition to women admin

istrators, even if it were their unstated policy. 2 

In 1976 Thelma Barnes's research for the National 

Association of Secondary School Principals Bulletin showed 

that women qualified for school administrative positions 

existed in substantial numbers. 3 Levandowski reported that 

in 1973, 56 percent of all Master's Degrees were granted to 

women and 21 percent of all doctoral degrees were granted 

4 to women. Lorraine Collins suggested that one possible 

reason many women have attained doctorates in education was 

that having such a degree made it harder for boards of edu-

cation to ignore them. 

. . . bl 5 
lnVlSl e. 

Without one, they were seemingly 

Patricia Palmieri and Charol Shakeshaft noted that 

when a qualified woman tried to ascend the administrative 

1Phyllis Rosser, "Women Fight 'Old Boys' for School 
Administrative Jobs," Learning 8 (March 1980):31. 

2 Dale, "Women are Still Missing Persons in Adminis-
trative and Supervisory Jobs." 

3Thelma Barnes, "America's Forgotten Minority: Women 
School Administrators," NASSP Bulletin (April 1976):87-
93. 

4Levandowski, "Women in Educational Administration: 
Where Do They Stand?" 

5Lorraine Collins, "About Those Few Females Who Scale 
the Heights of School Management, '' Integrated Education 
Vol. 15, No. 1 (1977):19. 
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hierarchy from the classroom to the administrator's office, 

she frequently found her path blocked by a male-dominated 

hierarchy because males controlled most of the top policy-

k . . t. 1 rna 1ng pOSl lOllS. A survey conducted in 1974 for the 

National School Board Association revealed that 40 percent 

of the school boards surveyed were all male. After examina-

tion of the evidence presented to the National School Board 

Association Board of Directors in March 1974, the Commission 

on the Role of Women in Educational Governance found that 

women were grossly underrepresented in school board 

service, that the talents and abilities of women school 

board members were comparable to, and sometimes superior to, 

those of male school board members, and that attitude was 

the single most important impediment to women seeking 

school board office. 2 

Collins reported that most school boards gave a nega-

tive response when asked if they would consider a qualified 

woman for superintendent.3 Statistics from Phyllis Ros-

ser's research in 1980 indicated that less than 1 percent 

1Patricia Palmieri and Charol Smith Shakeshaft, "Up 
the Front Staircase: A Proposal for Women to Achieve Parity 
with Men in the Field of Educational Administration,'' Journal 
of National Association of Women Deans, Administrators, and 
Counselors (Winter 1976):58-65. 

2Highlights of the Report of the National School 
Board Association Commission on the Role of Women in Edu
cational Governance, by Uarian Thompson, Chairperson (March 
1974). 

3collins, "About Those Few Females Who Scale the 
Heights of School Management." 
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of the nation's school superintendents were women. 1 This 

seems to indicate that most school boards do not favor the 

upward mobility of women. The National School Board Associ-

ation polled its membership to determine their attitudes 

toward female candidates. The study showed that women 

candidates had to prove themselves more than male candidates 

f th . t. 2 or e same posl lon. Palmieri and Shakeshaft cited a 

study by Fishel and Pottker that supported the findings of 

the National School Board Association. They found that only 

a small number of women were appointed principals by school 

boards, even though the applicants had proved themselves 

o·u tstanding administrators and had been shown to receive 

greater approval from the community than male counterparts. 

The fact that 85 percent of all principals in their study 

were male even though only one-third of the teachers were 

male was interpreted by Palmieri and Shakeshaft to indicate 

a preference by school boards for male administrators. 3 

Most of the written comments in the school board study sug-

4 gested that men did have an advantage over women. Vanhleir 

1 
Rosser, "Women Fight 'Old Boys' for School Adminis-

trative Jobs." 

2 Highlights of the Report of the National School 
Board Association Commission on the Role of Women in Edu
cational Governance, by Marian Thompson, Chairperson. 

3
Palmieri and Shakeshaft, "Up the Front Staircase," 

pp. 55-76. 

4 Hi&hlights of the Report of the National School 
Board Association Commission on the Role of Women in Edu
cational Governance, by Marian Thompson, Chairperson. 
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also concluded that boards of education and superintendents 

favor the employment of male principals, not only for the 

1 high schools, but also at the elementary level. 

Similarly, current data compiled by the Florida Depart-

ment of Education showed that women in Florida public schools 

were underrepresented in administrative/supervisory posi-

tions. Although women represented 71 percent of all class-

room teachers employed during the 1979-80 school year, males 

accounted for 76 percent of the principals employed in 

Florida school districts. The report also showed that 

69 percent of the assistant prncipals employed in Florida 

school districts were male, and that 90 percent of the 

individuals classified as officials, administrators, or 

2 managers were male. Kathleen Aiello, in her study of male 

principals, concluded that women in Florida schools were 

not equally represented in administrative positions, nor 

has their status improved over the past decade as compared 

to national statistics. 3 

Movements to improve the status of women in educa-

tional administration have included legislative acts and 

1Edward J. Vanl\'leir, "Sexual Discrimination in School 
Administration Opportunities," Journal of National Associa
tion of Women Deans, Administrators, and Counselors (Summer 
1975):165. 

2Florida Department of Education, Statistical Report, 
Series 80-15 (Tallahassee: Division of Public Schools, 
[March 1980]). 

3Aiello, "A Study of Male Principals' Attitudes Toward 
Women Aspiring to Schoolbased Administrative Positions.'~ 
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executive orders. The Equal Employment Opportunity Act 

amended Title VII of the Civil Rights Act to forbid job 

discrimination on the basis of sex for employees of educa-

tional institutions. Title IX of the 1972 Education Amend-

ments prohibits discrimination on the basis of sex under 

any education program or activity receiving federal 

financial assistance. Levandowski's study indicated that 

the number of women in educational administrative positions 

has declined even though federal legislation and affirma-

tive action do exist to elimina te discrimination beca use of 

sex and provide for equal employment opportunities. 1 Accord-

ing to the 1984 edition of Florida School Laws, the school 

board is vested with the authority to "provide for the 

execution of plans for the establishment, organization, and 

operation of schools of the district." 2 The school boards 

of Florida are required by law to "act on the written 

recommendations submitted by the superintendent for posi

tions to be filled." 3 As the school board executive officer, 

the superintendent becomes a major influence in the appoint-

ment of school personnel. In 1982-83, in 18 counties in 

Florida, the superintendents were selected by the school 

boards. These 18 counties involved 1,332 school principal-

ships, plus the corresponding percentage of county level 

1Levandowski, "Women in Educational Administration: 
Where Do They Stand?" 

. 2Florida School Laws, Chapters 228-246 Florida 
Statutes (1984), 230.23 (4), p. 42. 

3 Ibid., 230.23, 5 (a), p. 45. 
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and other administrative positions. This was 61.8 percent 

of the schoolbased administrative positions available in 

the state of Florida. The other 49 counties with elected 

superintendents had a total of only 822 school principalships 

and corresponding positions. Thus the majority of adminis-

trative/supervisory positions in the state of Florida were 

controlled by superintendents who were appointed by school 

boards. There were no women superintendents in Florida 

1 during the 1982-83 school year. In this respect, Florida 

school boards appeared to follow the national trend. Assuming 

that school boards were opposed to women in administrative 

positions, the lack of women superintendents becomes sig-

nificant when related to the small percentage of women in 

administrative positions. Even though laws have been 

passed, VanMeir suggested that they have had little effect 

on employment issues. Sexual discrimination has played an 

important role in the selection of candidates for adminis-

t t . •t• 2 ra lYe posl lons. Commenting on this, Barbara Levandowski 

stated that "perhaps school boards and school districts 

are unaware of their sex discrimination practices and con

tinue them unconsciously." 3 

1Florida Department of Education, The Florida Educa
tion Directory 1982-83 (Tallahassee: Florida Department of 
Education, 1982). 

2
vanl\1eir, "Sexual Discrimination in School Adminis

tration Opportunities," pp. 163-67. 

3Levandowski, "Women in Educational Administration: 
Where Do They Stand?", p. 103. 



10 

Statement of the Problem 

In this study the problem was to determine whether 

Florida school board members possessed biased ide a s about 

women in administrative / supervisory positions. Using a 

revised attitudinal survey, the Women as Managers Sca le 

(WAMS), published by the American Psychological Associ a -

tion as the test instrument, the attitudes of male and 

female school board members were compa red regarding three 

separate factors pertaining to women a s ma nagers and one 

attitude factor pertaining to women's rights issues. The 

first factor on the Women as Ma nagers Scale referred to the 

general ability of women to perform the functions of 

managers (MAN); the second factor pointed to biological 

traits of women that might be considered detriments to the 

performance of administrative duties (BIO); while the 

third factor reflected on stereotypical ideas regarding 

women's emotional characteristics (EM0). 1 The one factor 

pertaining to women's rights issues (OPIN) was updated to 

reflect issues of the eighties r a ther than issues of the 

seventies as originally published. Three hundred forty-

eight or 100 percent of the school board members from the 

67 school districts in the state of Florida were surveyed 

1 Lawrence H. Peters, James R. Terborg, a nd Janet 
Taylor, ''Women as Managers Scale (WAMS): A Meaure of 
Attitudes Toward Women in Ma nagement Positions,'' Journal 
Supplement Abstract Service of the American Psychological 
Association (Washington, D. C.: MS No. 585, 1974). 
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to detect biased opinions toward female candidates for 

administrative positions. 

Statement of Hypotheses 

Using the Women as Managers Scale to identify three 

attitudinal factors and an original five-point scale to 

prove the validity of WAMS with the school board popula-

tion, two formal null hypotheses were formulated to apply 

to each of the four factors. These attitudinal factors 

were the dependent variables in the study. In formal 

terms, the null hypotheses tested at the .05 Alpha level 

for each of the four dependent variables were: 

Hypothesis 1. There was no significant change in 
male and female school board members' 
attitudes on each of the dependent 
variables across all educational levels. 

Hypothesis 2. There was no significant change in male 
and female school board members' atti
tudes on each of the dependent vari
ables across all age levels. 

The attitudinal factors (dependent variables) to which 

the null hypotheses applied were: 

(1) the general acceptance of women into administra
tive positions (MAN); 

(2) specific biological features of women (BIO); 
(3) stereotypical emotional characteristics of 

women (EMO); 
(4) current women's rights issues (OPIN). 

It was believed for each dependent variable that dif-

ferences between sexes would decrease with increases in 

educational levels and increase with increases in age 

levels. These hypotheses corresponded to the tests of first 

order interactions between sex and age levels and sex and 
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educational levels in analysis of variance terminology. 

Each score for the dependent variables was tested for inter-

action with the independent variables in the analysis. Sex, 

age level, and educational level were the three independent 

variables in the statistical tests. With the expectation 

that sex, age level, and educational level would produce 

significant interaction effects, the null hypotheses, 

therefore, stated that interactions between the dependent 

and independent variables were not significant. 

Purpose of the Study 

The purpose of this study was to investigate the dif-

ferences between male and female school board members' 

attitudes toward women administrators in the state of 

Florida. Four dependent variables and three independent 

variables were selected for analysis with the study group. 

The dependent variables (attitudinal factors) were identi-

fied in a document by Peters, Terborg, and Taynor called 

the Women as Managers Scale, which will be referred to 

1 throughout this study as WAMS. 

The first attitudinal factor concerned the genera l 

acceptance of women into administrative positions. Spe-

cifically, the study sought to determine if the subject 

population perceived women as capable of performing at the 

1 Peters, Terborg, and Taynor, "Women as Managers 
Scale (WAMS): A Measure of Atttudes Toward Women in Manage
ment Positions." 
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administrative level. The second factor concerned specific 

female barriers which have traditionally been viewed as 

prohibitive of permanent, full-time employment. This 

factor was an attempt to determine if such biologica l 

functions as menstrual periods and the possibility of 

pregnancy were an influence on the population's attitude 

toward women in administrative positions. The third factor 

examined characteristics deemed necessary for success in a 

managerial position. More specifically, this factor sought 

to determine if the subject population held stereotyped 

opinions about the emotional characteristics of women or 

about women's traditional role in the home that might 

affect their attitudes toward women administrators or 

supervisors. A fourth attitudinal factor was included as 

a measure of awareness toward current women's rights issues. 

The fourth factor on women's rights was used with the 

original WAMS test instrument as a point of comparison to 

prove that the test was measuring the factors it attempted 

to measure. The fourth factor on women's rights issues was 

included in this study to attest that the test instrument 

was making the transfer from the original study group to 

this population of school board members. 

Jean Stockard indicated in her research that public 

prejudice against women school administrators is generally 
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more extreme among rural residents and those with less for-

mal education than it is among urban residents and those 

with higher levels of education. 1 Because of research such 

as this, specific demographic features (independent vari-

ables) were identified as worthy of consideration as pos-

sible causes of specific attitudes in the study population. 

Thus, information was gathered on the subject's size of 

school population and level of education. It is generally 

concluded that each succeeding generation is more liberal 

than the one that preceded it. For this reason, the a ge 

of the subjects could also be a possible factor influencing 

their attitudes, while the sex of the subject population 

would be another independent variable worthy of note in 

this study. 

Need for the Study 

Because American education has been troubled by the 

virtual disappearance of the woman a dministrator, the facts 

related to this trend need to be studied. In 1928, 

55 percent of the elementary principalships were held by 

women. During this same year of 1928, women made up 

85 percent of the elementary school teachers. At this time 

education was considered to be an extension of the home in 

the training of children. Most of the schools were small, 

1Jean Stockard, "Public Prejudice Aga inst Women School 
Administrators: The Possibility of Change," Educational 
Administration Quarterly Vol. 15, No. 3 (Fall 1979):83-96. 
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and the teacher, usually female, was a key authority figure. 

Towards the end of World War II, with the passage of Public 

Law 346 in 1944 (commonly called the G. I. Bill of Rights), 

colleges and universities were flooded with male students. 1 

Uany of these young men chose the field of education with 

the idea of spending the minimum amount of time as teachers 

and moving quickly irrto administration.
2 Women with much 

more training and experience were overlooked as the younger 

men moved into administrative positions. This trend was so 

pronounced that by 1980 women still made up 85 percent of 

the elementary teachers but only 18 percent of the elemen-

tary principals. At the high school level in 1980, women 

constituted 50 percent of the teachers, but only 3 percent 

of the secondary school principals. Rosser indicated that 

only when people become aware of this trend will changes 

3 begin to occur. 

The need to investigate possible causes for the 

decline in women administrators was indicated by Aiello 

in her study of male principals' attitudes toward women 

administrators. 4 Gail T. McLure, research psychologist, 

1William N. Robinson, American Education: Its 
Organization and Control (Columbus, Ohio: Charles E. 
Merrill Publishing Co., 1968), p. 8. 

2
Collins, "About Those Few Females Who Scale the 

Heights of School t.lanagement." 

3 Rosser, "Women Fight 'Old Boys' for School Adminis-
trative Jobs." 

4Aiello, "A Study of Male Principals' Attitudes." 
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designed a special survey for presentation to the National 

Council of Administrative Women in Education. She suggested 

that a study be conducted to determine the perceptions of 

women administrators by employers, boards of education, 

1 
superintendents, principals, and other "gatekeepers." 

Limitations of the Study 

This study was limited to the school board members in 

office during the school year 1982-83 in the state of 

Florida. The number of respondents was a natural limiting 

factor, however, steps were taken to encourage a high rate 

of return. Any limitations to the scientific accuracy of 

the study were those inherent in a volunteer, self-adminis-

tered questionnaire as a research instrument, or those 

limitations created by the assumptions for this study. 

·Basic Assumptions of This Study 

For the purpose of this study, the following basic 

assumptions were made: 

1. The leadership characteristics of successful man-

agement were applicable to both business management and 

educational administration. 

1John E. UcLure and Gail T. McLure, "The Case of the 
Vanishing Woman: Implications for the Preparation of Women 
in Educational Administration," Leadership Development for 
Women in Education (Toronto: The Ontario Council for 
Leadership in Education, 1975), pp. 6-9. 
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2. School board members' attitudes toward board mem-

bers of the opposite sex were reflective of their attitudes 

toward the opposite sex in any position of educational 

leadership. 

3. Pledging anonymity to the respondent would 

assure an honest reaction to the questionnaire. Anonymity 

should eliminate the societal influence of public responses. 

4. Research results published in national publica-

tions, even though identified by geographic area, reflect 

general trends nationally unless specific causative factors 

were stipulated for the results. 

Definition of Terms 

ADMINISTRATOR - An administrator is a person in a managerial 

or executive position. 1 In relation to education, the 

job of administrator could be categorized under the 

title of principal or assistant principal, dean or 

assistant dean, division or department chairman, 

supervisor or director, coordinator or administrative 

assistant, and superintendent or associate superin-

tendent. 

ATTITUDE - An attitude is an idea charged with emotion which 

predisposes a class of action to a particular class 

. l . t t. 2 or socla Sl ua lon. 

1world Book Dictionary Vol. II (1977), s.v. "admin
istrator." 

2D. Krech and R. S. Crutchfield, Theory and Problems 
in Social Psychology (New York: McGraw-Hill Book Co., 1948), 
p. 1. 
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BIOLOGICAL TRAIT - (BIO) - A biological trait is the intrin-

sic biological mechanism responsible for time-related 

aspects of certain classes of behavior. 1 

EMOTIONAL TRAIT - (EMO) - An emotional response is the 

agitation of the passions or sensibilities which often 

involves physiological changes. Any strong feeling 

arising subjectively rather than through conscious 

mental effort can be called an emotional reaction. 2 

MANAGER - (MAN) - A manager is one who exerts control over 

others; one who supervises the action of a group. 3 

(In this study, the terms "manager," "administrator," 

and "supervisor" were used interchangeably.) 

OPINION - (OPIN) - An opinion is a belief or conclusion 

held with confidence, but not substantiated by posi-

4 tive knowledge or proof. (The entire questionnaire 

used in the study was based o n opinion. Specifical-

ly, OPIN was used as the computer code for the last 

five items of the questionnaire.) 

PERCEPTION - A perception is any insight, intuition, or 

knowledge discerned by the senses. 5 (Based on the 

1American Heritage Dictionary of the English Language 
(1976), s.v. "biological." 

2 Ibid., s. v. "emotional." 

3world I3ook Dictionary Vol. II, s.v. "manager." 

4American Heritage Dictionary of the English Language, 
s.v. "opinion." 

5 Ibid., s.v. "perception." 
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intuitive aspects of the definition, the words "per-

ception" and "attitude" were used synonymously in this 

study.) 

SCHOOL BOARD MEMBER - A school board member is a duly elected 

or appointed member of a school board representative 

of their district as indicated in the Florida Educa-

tion Directory 1982-83. 

SEX-ROLE STEREOTYPE - Sex-role stereotypes are perceptions 

and expectations of what is appropriate behavior for 

1 males and females. 

STEREOTYPE - A stereotype is a conventional and usually 

over-simplified conception, opinion, or belief. 2 

SUPERVISOR - A supervisor in the public school system is 

usually a person in management and evaluation of 

instruction. Supervisors are classified as adminis-

trative personne1. 3 

WOMEN'S RIGHTS - Women's rights are social, political, and 

4 legal rights for women equal to those of men. 

1 Janet Traynor and Kay Deux, "When Women are More 
Deserving Than Men: Equity, Attribution, and Perceived Sex 
Differences," Journal of Personality and Social Psychology 
28 (1973):360. 

2American Heritage Dictionary of the English Language, 
s.v. "stereotype." 

3·world Book Dictionary Vol. II, s.v. "supervisor." 

4American Heritage Dictionary of the English Language, _ 
s.v. "woman's rights." 



CHAPTER II 

REVIEW OF RELATED LITERATURE 

Introduction 

The purpose of this study was to investiga te the dif

ferences between male and female school board members' 

attitudes toward women in administrative positions in the 

state of Florida. Because appointments and promotional 

decisions were controlled by persons at the school board 

level, it was deemed important to examine whether Florida 

school board members possessed stereotyped ideas about 

women in administrative/ supervisory positions. This chap-

ter, therefore, was a review of material related to the 

topic of discrimination a gainst women in administration. 

Other topics explored in the chapter included leadership 

characteristics, sex-role stereotypes, deterrents to women 

seeking administrative positions and the need for develop

mental programs. 

Once ignored by the researcher, women are now the 

subject of numerous studies. At one time such studies · 

would have been unschol a rly, but now women's issues have 

become respectable. Because dissertations on or a bout 

women were written by a female with a male advisor, the 

main contribution of these papers wa s tha t they gave 

20 
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information about women which had previously been left out 

of research studies by males. Charol Shakeshaft reported 

that most dissertations on women were ''descriptive measures 

of central tendencies rather than using inferential 

statistics as well as bi-variate and multi-variate tech

niques of survey analysis." 1 In a paper presented at the 

Annual Meeting of the American Educational Research Associa-

tion in 1981, Shakeshaft also pointed out the consequences of 

employing the traditional null-hypothesis strategy in the 

usual research methodology. These consequences include the 

survival of spurious facts through repeated publication and 

failure to report sex differences. 2 Marta Vogel quoted 

Dr. Pierre Mornell, clinical assistant professor of psychiatry 

at the University of California, who reported that the 

tremendous push for women to become more assertive and 

respond like men is masked by the idea that men and women 

are the same. "Although no one wants to admit it," Mornell 

said, "men and women are different and they've probably been 

different for a long time." 3 Although the local newspaper 

1Charol Smith Shakeshaft, "Dissertation Research on 
Uomen in Educational Administration: A Synthesis of Find
ings and Paradigm for Further Research." Dissertation 
Abstracts International (Vol. 40, No. 12, June 1980). 

2Charol Shakeshaft, A Feminist Critique of Feminist 
Research in Educational Administration (Los Angeles, CA: 
ERIC Document Reproduction Service, April 1981). 

3 "The Strong, Silent Type," Ft. Lauderdale News/ 
Sun-Sentinel, 23 June 1985, sec. D, p. 1. 
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may not be an authoritative source, the pertinent idea is 

succinctly stated by Dr. Mornell. In the traditional null 

hypothesis study, things are assumed to be the same and 

therefore surprise is registered when they turn out to be 

different. In research on sex differences, the results 

would be surprising if they turned out to be the same. 

According to Shakeshaft, two normal distributions should 

be discussed and methods should be developed for comparing, 

contrasting, finding, and proving similarities rather than 

proving differences. "Use of the male model is the norm, 

sexism is perpetuated, and women are investigated, not as a 

population, but as topics." 1 

Background 

A review of material relating to the topic of dis-

crimination against women or women's inequality with men 

would take more time than this dissertation allows. How-

ever, for the purposes of this chapter, a few illustrations 

from the immediate past century will suffice. In 1873, a 

Circuit Court in New York convicted Susan B. Anthony for 

voting in Rochester despite the fact that the Fourteenth 

and Fifteenth Amendments had been added to the nation's 

Constitution. "Civil rights were for men--not women." 2 

Around this same period of time, Mrs. Myra Bradwell applied 

1Shakeshaft, A Feminist Critique of Feminist Research 
in Educational Administration. 

2 Kathryn G. Heath, "Our Heritage Speaks," Journal of 
National Association of Women Deans, Administrators, and 
Counselors (Winter 1976):90. 
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for a license to practice law. Her qualifications were not 

questioned. However, the Supreme Court of the United 

States upheld an Illinois Supreme Court judgment denying 

her the right. The rationale was that only men could make, 

apply, practice, and interpret the law. The "divine 

ordinance," the Court held, "as well as the nature of 

things indicate the domestic sphere as that which properly 

belongs to the domain and functions of womanhood.'', Mrs. 

Bradwell's entry into the legal profession would violate 

what the all-male Court considered to be the ''law of the 

Creator." In those days the men of the medical profession 

did not want women encroaching on their field either. Con-

sequently, Elizabeth Blackwell, the first woman physician 

in this country, had been barred from practicing her pro

fession in city hospitals and had to open her own clinic. 

Situations such as those mentioned motivated an early 

effort to achieve equal rights for women. Some public-

spirited women gave half a million dollars to the Medical 

School of Johns Hopkins University on the condition that 

2 women would be enrolled on the same terms as men. 

The education of girls was not considered as impor-

tant as the education of boys. In fact, it was not con-

sidered important at all beyond the basic readers and 

simple arithmetic. Educational loans, scholarships, and 

1 Heath, "Our Heritage Speaks." 

2 Ibid. 
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fellowships for girls a nd women were almost unheard of, and 

there was no such person as a dean, advisor or counselor 

of girls in a secondary school to encourage girls to stay 

in school beyond the eighth grade. Women were like property. 

No individual woman had won status as a person in the eyes 

of the Supreme Court of the nation. She had no status 

separate from that of her husband. If she weren't married, 

she was a n exception to the rule, and laws could not be made 

for her specific benefit. The status of all females was low 

in the eyes of the government, the court, the church, the 

school--in essence, it was low in society a s a whole, and 

the status of black a nd other minority women was below the 

bottom rung of the social a nd al l the economic ladders. 
1 

The Current Scope of Discrimination 

Approximately a century later in 1985 the headlines 

from a United Press International story read, "Worldwide, 

women's inequality persists in all fields." 2 Women--A 

World Survey is a report from a Washington, D. C. research 

group funded by Carnegie Corporation, Ford Foundation, and 

Rockefeller Foundation. Ruth Sivard, author of the research, 

stated that "women around the world have one thing in 

common--inequality with men." 3 

1 Heath, "Our Heritage Speaks," p. 91. 

2 "Survey: 
all fields." 

3 Ibid. 

Worldwide. women's inequality persists in 
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Whether in economy, education, health, or government, 

there is no major field of activity and no country in which 

women have attained equality with men. Throughout the 

world women are still disproportionately represented among 

the poor, the unemployed, and the underemployed. Hourly 

wages of women in industries are on the average three-fourths 

of those earned by men. Although women constitute fifty 

percent of the world's enfranchised population, women hold 

no more than ten percent of the seats in national legis-

1 
latures. The changes achieved in women's status since 

World War II have been extremely modest. The old famili a r 

double standard remains on the job full-time, perhaps not 

so overtly as before but in new and subtle forms that are 

2 every bit as difficult to overcome. 

According to the Bureau of Labor Statistics in 1977, 

48 percent of the adult female population worked outside 

the home. The majority of these working women were in what 

Newsweek magazine called "the employment ghetto," doing 

3 "women's work" for "women's pay." Fewer than 5 percent of 

women earned more than $10,000 a year in 1977, only 

4 59 percent of the male earning power. The Bureau of 

1 "Survey: Worldwide, women's inequality persists in 
all fields." 

2 
Jo Foxworth, Boss Lady, (New York: Warner Books, 

Inc., 1978), p. 16. 

3 Ibid., p. 17. 

4 Ibid., p. 245. 
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Labor Statistics identified sexual discrimination as the 

root cause, in spite of the antidiscrimination l a ws that 

were passed in the 1960s. Occasionally nales were "dis-

criminated" against "because they wouldn't want such a 

b . 1 . . b ,, orlng or poor y paylng JO . "This may come as a shock 

to people who believe that equal opportunity laws and the 

women's movement have put an end to gender discrimination." 2 

Although more women are speaking up, joining bargain-

ing committees, and winning local offices, men still run 

the American labor movement. No woman has ever sat on the 

powerful 35-member AFL-CIO Executive Council even though 

about 80 percent of the Garment Workers' rank and file are 

women. For fear of their own jobs, male union workers 

refuse to vote for female union officers. In some cases, 

union officials simply cannot believe that women's issues 

important. 3 are 

In a poll conducted for the New York Times in 1983 

by Philip E. Converse, it was reported that 26 percent of 

Americans believed that the feminist movement had helped 

them in their current position, even though a larger 

1Barbara A. Gutek and Denise A. Stevens, Differen
tial Res onse of Males and Females to Work Situations Which 
Evoke Sex Role Stereotypes Seattle, WA: ERIC Document 
Reproduction Service, ED 143 970, 1977). 

2 Foxworth, Boss Lady, p. 17. 

3 Henry Myers, Women at Work: How The 
America, (Princeton: Dow Jones Books, 1979 
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1 percentage felt the movement definitely had not helped. 

Various examples of recent discrimination have been docu-

men ted. Included in the report by Converse was the testi-

mony of a secretary who was dismissed from her job by a 

supervisor who complained of her absences caused by menstrual 

cramps. The male supervisor had noted "a pattern to her 

absences" as grounds for dismissal. 2 U.S. News and World 

Report, Inc. included a research by Lawrence D. Schwimmer 

which defined sexual harrassment as unwanted advances 

where refusal on the woman's part could lead to loss of a 

promotion, loss of a raise, or loss of a job. "Out of 

1,000 women executives, twenty percent said they had 

. d f f 1 h t " 3 Thl. s dl. d experlence some orm o sexua arrassmen . 

not include the less flagrant advances. Ted J. Rakstis, 

writing for Kiwanis Magazine in March 1985, reported a num-

ber of discriminatory practices in his research. "Follow-

ing tradition, women were fired twice as frequently as 

men for having office affairs." 4 In September 1984, a 

1"Poll: 26% of Americans Believe Feminist Movement 
Helped Them," Ft. Lauderdale News/Sun-Sentinel, 19 Decem
ber 1983, sec. A, p. 1. 

2 Ibid. 

3Lawrence D. Schwimmer, "Women Executives: What 
Holds So Many Back?" U.S. News and World Report, February 
1982, p. 63. 

4 Ted J. Rakstis, "Office Romance: flames and pit-
falls," Kiwanis Magazine, March 1985, p. 21. 



28 

federal judge ruled in favor of 1,500 United Airlines 

female attendants who were fired in the 1960s because they 

married, while the airline continued to employ male stew-

d h . d 1 ar s w o were marrle . 

Subtle forms of discrimination were evident to Gutek 

and Stevens in their research on differential responses 

of males and females to selected work situations. They 

reported discrimination based on stereotypical ideas in 

resume evaluations and employment interviews. One study 

showed that female authors were evaluated less favorably 

2 
than male authors. In 1945 Pec:.rl S. Buck published the 

3 first of five novels under the pseudonym of John Sedges. 

Her choice of a male pen name was indicative of the fact 

that this subtle form of discrimination was not new to 

American women. In the same research by Gutek and Stevens, 

female college students polled showed no partiality to 

either sex regarding the idea of granting leave without 

pay, but male college students were more likely to grant 

female employees leave without pay than males. "Several 

1Gutek and Stevens, Differential Response of Males 
and Females to Work Situations Which Evoke Sex Role 
Stereotypes. 

2 Pearl S. Buck, The Long Love, (New York: Pocket 
Books, Inc., 1949), p. i. 

3 Gutek and Stevens, Differential Response of Males 
and Females to Work Situations Which Evoke Sex Role 
Stereotypes. 
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studies have shown that a leave of absence is seen as more 

appropriate for the female employee than for the male when 

both husband and wife ask for leave to care for children."
1 

As recently as twenty years ago, pregnant women were 

fired or forced to take long maternity leaves. Title VII 

of the Civil Rights Act of 1964, which prohibited sex dis-

crimination in employment, made this kind of harrassment 

illegal. Yet in a 1980 survey by Sheila B. Kamerman of the 

Columbia University School of Social Work, 12 percent of 

employers still reported having no specific maternity leave 

program. Of the ones which did, 28 percent did not hold 

the woman's job or seniority. Because of attitudes such as 

these, in August of 1985, Representative Patricia Schroeder 

of Colorado introduced a bill that would guarantee eighteen 

weeks of unpaid parental leave--for both men and women--in 

every two-year period, reinstatement to the same job and 

protection against harrassment. 2 The United States is the 

only industrialized Western nation without a national 

maternity leave policy. Women's groups are massing behind 

the Schroeder proposal, and fathers will be the unexpected 

beneficiary. 

Janice DeGooyer researched a variety of illegal dis-

criminatory practices encountered by older women. Among 

1Gutek and Stevens, Differential Response of Males 
and Females to Work Situations Which Evoke Sex Role Stereo
types. 

2"Dads want equal time with newborns," Ft. Lauderdale 
News/Sun-Sentinel, 1 August 1985, Sec. E, p. 3. 
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them were the male official's preference for young, attrac-

tive women, the employer's perception of customer demand, 

and the procedure of recruiting exclusively from college 

campuses. On-the-job discrimination occurred when older 

women were denied access to training programs, channeled 

into dead-end positions, refused merit increases, and 

pressured into early retirement. DeGooyer reported that 

one out of three women over 45 stated that young men they 

had trained became their supervisors . 1 

Kathleen Staudt examined the bureaucratic resistance 

to implementing policy mandates on sexual discrimination in 

a paper she presented to the American Psychological Associ-

ation in 1981. She explained that monitoring compliance 

with federal laws and regulations was extraordinarily dif-

ficult and the data produced were not always reliable. 

2 Paper compliance has become a developed art. "Women are 

put in token positions with no power to appease the feds. 

If it ever changes, the change must be ordered by those 

holding the power to do so, and practically none of them 

3 are female." 

1Janice DeGooyer, Women, Work and Age Discrimination 
(Washington, D.C.: ERIC Document Reproduction Service, 
ED 210 496, 1981). 

2 Kathleen A. Staudt, Bureaucratic Resistance to 
Women's Programs: The Case of Women in Development (Toronto, 
Canada: ERIC Document Reproduction Service, ED 209 126, 
1981). 

3 Henry Myers, Women at Work: How They're Shaping 
America, p. 227. 
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Women are qualified in many "unfeminine" fields. 1 

Despite the rhetoric about a loosening of sex role stereo-

types, results of the study by Gutek and Stevens suggested 

that both males and females may still respond in a stereo-

typical manner to work situations which evoke sex-role 

2 stereotypes. Henry Myer quoted Jack Golodner, Director 

of AFL-CIO's Professional Employees Department, "You can't 

blame them [men] for their attitudes, but now we're begin-

ning to get a new generation of younger leaders with dif

ferent attitudes." 3 There seems to be less discrimination 

against men in stereotypical feminine situations than the 

reverse, and while there is less blatant discrimination 

against women than a century ago, subtle forms still exist 

in the general business arena. 

Discrimination in Educational Administration 

Although education is an "enlightened" field, sex role 

expectations and cultural traditions permeate academic 

institutions. Other subtle forms of discrimination originate 

in patterns of institutional support, access to scholarly 

information through face-to-face contact, and professional 

1 Foxworth, Boss Lady, p. 33. 

2 Gutek and Stevens, Differential Response of Males 
and Females to Work Situations Which Evoke Sex Role Stereo
types. 

3 Myers, Women at Work: How They're Shaping America, 
p. 198. 
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affiliation. Kaplan found that informal interaction among 

male colleagues and administrators served to exclude women 

from significant scholarly contacts and opportunities. 1 

Academic women who have been selected for administrative 

careers or careers in higher education have not fared as 

well as men. In 1978, Marian Lief Palley studied relative 

salaries, workloads and promotional opportunities of aca-

demic administrators. Her results showed that women are 

lower paid than men, are less likely to have tenure or to 

hold high level administrative positions, and are dis-

proportionately located in the lower ranks in non-Ph.D. 

2 granting departments. Diane Strommer concluded that even 

women of high education and social class tend to find their 

place at the lower end of the occupational range. 3 Refer-

ring to research by Elbe and Davis, Mary Elizabeth Reeves 

found ample evidence that women in higher education carry a 

large share of the heavy, low-status introductory work. In 

addition, Elbe found that marginal part-time status was often 

1 Leonard Kaplan, "Survival Talk for Educators--Sexism 
in Teacher Education," Journal of Teacher Education 26 
(Winter 1975):355. 

2Marian Lief Palley, ''Women as Academic Administrators 
in the Age of Affirmative Action," Journal of National 
Association of Women Deans, Administrators, and Counselors, 
(Fall 1978):9. 

3Diane W. Strommer, ''Whither Thou Goest: Feminism and 
the Education of Women,'' Journal of National Association of 
Women Deans, Administrators, and Counselors (Winter 1976):82. 
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1 forced on women as a condition of employment. According to 

Palley, sex does not appear to be a variable affecting pro-

fessional achievement. Women in schools that reward writing 

and research, do writing and research. Inasmuch as women 

have been placed disproportionately in the smaller, less 

prestigious teaching institutions, women tend to teach and 

not to write. 2 

Leadership Characteristics of Women Administrators 

A simple maxim espoused by Ellen Kimmel stated, "Suc

cessful women, like men, do not fit a single mold." 3 

Although educational leaders and administrators vary con-

siderably, effective leaders possess certain common charac-

teristics. These traits have been identified by various 

researchers. In a study of the personal characteristics of 

women administrators in higher education, Tyler listed the 

three key characteristics as assertiveness, management 

skills, and hard work. 4 Barbara S. Levandowski described 

the women administrators she studied in the following way: 

\rary Elizabeth Reeves, "An Analysis of Job Satisfac
tion of Women Administrators in Higher Education,'' Journal 
of National Association of Women Deans, Administrators, and 
Counselors (Spring 1975):132. 

2Palley, ''Women as Academic Administrators in the Age 
of Affirmative Action." 

3 Ellen Kimmel et al., Women and Administration Insti-
tute: Making a Difference (Hollywood, CA: ERIC Document 
Reproduction Service, CG 011 939, 1977). 

4 Helen Irene Tyler, "Personal Characteristics and 
Career Paths of Selected Women Administrators in Higher Edu
cation," Dissertation Abstracts International (Vol. 40, 
No. 11, May 1980), p. 191. 
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They develop mutual trust, responsibility, and under
standing with the participants of the organization; 
offer support, guidance, a nd assistance to the school 
service center personnel; maintain positive working 
relationships with the community; and possess knowledge 
of curriculum and instruction. 1 

According to Henry I. Meyer, the attributes of top manage-

ment personnel in the business world are competence, dedi-

cation, personality, fortitude, a nd attitude toward one's 

chosen field of work. 2 Noting the similarities in leader-

ship qualifications between successful educational leaders 

and successful business leaders, Mary Ann Holtz did a com-

parison of women administrators in education, business, and 

government. She found that educational administrators were 

significantly more outgoing, conscientious, socially aware, 

and conservative than the business administrators . When 

compared with the government administrators, the educators 

were significantly more outgoing, emotionally stable, trust-

ing, self-assured, and conservative. When comparing business 

and government women, no significant differences were found. 3 

These findings tended to be supported by Guy in 1979, when 

1Levandowsl(i, "Women in Educational Administration: 
Where Do They Stand?" 

2 Henry I. r..Ieyer, "Who is Top Management?" The Face of 
Business (New York: Amacom, 1980), p. 23. 

3Mary Ann Peterson Holtz, "A Comparison of the Per
sonality Characteristics and Background Factors Among Women 
Administrators in Education, Business, a nd Government," 
Dissertation Abstracts International (Vol. 40, No. 11, May 
1980) . 
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his study revealed that women in educational administration 

appeared more altruistic in their reasons given for their 

h 
. 1 career c o1ces. 

Among the successful leadership characteristics 

studied, there is no mention of the leader's sex. Sex is 

not a factor in effective leadership and effective adminis-

tration, yet, educa tional administration continues to be a 

male-dominated field. Actually, Levandowski's research 

showed that if these attributes of successful management 

were important, women should be favored since the women in 

research studies possessed these a ttributes to a greater 

degree than did men. 2 Referring to Kellogg's Florida Le ader-

ship Studies, Dale contended that leadership studies indi-

cated that women rank significantly ahead of men in evalua-

tions as principals; yet women's role in educational leader

ship has actually decreased since World War 11. 3 

Sex-Role Stereotypes 

Lloyd Feinstein, a personnel director for a corpora-

tion in New Jersey, reported that candidates for jobs are 

1Drue Shropshire Guy, "Women and the Superintendency: 
A Comparison of Female and Male Career Paths and Expecta
tions in Ohio," Dissertation Abstracts International (Vol. 
4 0 , No . 1 1 , May 1 9 8 0 ) , p . 2 0 9 . 

2Levandowski, "Women in Educational Administration: 
Where Do They Stand?" 

3 Dale, "Women are Still Missing Persons in Adminis
istrative and Supervisory Jobs." 
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routinely asked to describe their "ideal" boss. Feinstein 

said in an interview with Linda Small, "They invariably 

describe a middle-aged man." 1 He could not recall a 

single candidate, male or female, who suggested a woman. 

Jo Foxworth, an advertising executive, was almost ready to 

hire a well-qualified young lady when the candidate asked, 

"Shouldn't I meet the man I'll be reporting to?" 2 From 

situations such as this, Janice LaRouche noted that women 

were stereotypically seen as "unsuited for important jobs 

in business." 3 As an outgrowth of such observations she 

wrote a book for working women in which she identified the 

four most common stereotypes faced by career women. 

The first stereotype noted by LaRouche was that 

women were seen as more interested in their personal or 

home life than they were their work. If the woman were 

single, she was seen as marking time until she found a 

husband; if she were married, she was seen as unreliable 

because everyone knew she would rather be at home. "While 

no one doubts a man's dedication to his work, a woman is 

regarded as temporary in the work force unless she proves 

1Linda Small, "What Women Bosses Are Up Against," 
Working Mother, March 1982, p. 64. 

3Janice LaRouche and Regina Ryan, "The Right Image 
(and how to get it)," Ladies' Home Journal, April 1984, 
p. 50. 
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otherwise." 1 Irma Burleigh-Savage found a significant 

difference between men and women in educational adminis-

tration regarding their attitudes toward women's depend

ability;2 while Gutek and Stevens found that both sexes 

rated males higher on possible longevity of employment. 3 

The second stereotype identified by LaRouche was that 

wonen can be manipulated; they can be pressured into doing 

things they don't want to do. Linda Small reported that 

"when a man declares his position and sticks with it, he's 

considered aggressive; a woman who declares her assertive-

ness is considered pushy." 4 

The third stereotype presented by LaRouche was that 

women were seen as too emotional; "they get upset over 

little things, panic under pressure, and fall apart in 

crises."
5 

Jane Adams, author of Women On Top, gave 

"another supposedly gender-linked trait against which 

2 Irma Charlene Burleigh-Savage, "A Study of the 
Relationship Between the Scarcity of Women in Higher Edu
cational Administrative Positions and the Multiple Factors 
Which Influence the Career Aspirations of Women Pro
fessors," Dissertation Abstracts International (Vol. 40, 
No. 12, June 1980). 

3 Gutek and Stevens, Differential Response of Males 
and Females To Work Situations Which Evoke Sex Role Stereo
types. 

4 Small, "What Women Bosses Are Up Against." 

5LaRouche and Ryan, "The Right Image (and how to 
get it), p. 55. 
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professional women are frequently cautioned'' as emotional

ism, "thinking like a woman." 1 Reva Korda, Executive 

Vice-President of Ogilvy and Mather, reported that she did 

not know a good executive, male or female, who did not 

make important decisions on the basis of emotion. 2 Patricia 

Neighbors, Corporate Vice-President of Avon, said she had 

been successful with her "controlled emotionalism," and she 

sees the central issue of the time as "overcoming the awful 

schism between the sexes." 3 

The fourth stereotype identified in LaRouche's book 

was that women were seen as "girls" needing protection and 

not being strong enough or tough enough for the big jobs. 4 

Lawrence D. Schwimmer noted that men use names like 

"sweeties, honeys, and girls" to undermine their power 

image. "Serious minded professional women understand 

that." 5 Henry I. Meyer perpetuated this stereotype in his 

writings from Amacom. His opening paragraphs and refer-

ences were all phrased in plural pronouns and nouns: 

1 Jane Adams, Women On Top (New York: Hawthorn 
Books, Inc., 1979), pp. 21-22. 

2 Ibid., p. 22. 

3 Ibid., p. 57. 

4 LaRouche and Ryan, "The Right Image (and how to 
get it)," p. 56. 

5Schwimmer, "Women Executives: What Holds So Many 
Back?" 
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they, winners, people, etc., but when he began to discuss 

the stamina of a leader he reverted to the pronoun "he": 

"A leader doesn't have to be able to do twenty push-ups, 

but he must have the constitution and fortitude to keep 

going long after the rest of us would have said, 'To hell 

with it."' 1 "Success," as Joan Cooney, creator of Sesame 

Street and President of Children's Television Network, 

aptly put it, "is sexless. After a certain point gender 

doesn't matter." 2 Elizabeth Arons, reporting on the admin-

istrative styles in the Virginia Public School System, con-

eluded that no one ideal style emerged as the most pre

ferred of the potential admin~strator~. 3 Nancy Nieboer 

quoted Peter Drucker, "There is no 'effective personality.' 

Effective executives differ greatly in both personality and 

ability, but they do have in common certain practices which 

make their own personality and talents effective." 4 Most 

successful people have been able to succeed with one or two 

traits or styles perceived as antithetical to success. 

1 Meyer, "Who is Top Management?" 

2 Adams, Women On Top, p. 26. 

3Elizabeth Levin Arons, "Administrative Styles and 
Motivational Factors of Uale and Female Potential Admin
istrators in the Fairfax County (Virginia) Public School 
System," Dissertation Abstracts International (Vol. 40, 
No. 11, May 1980), p. 116. 

4Nancy A. Neiboer, "There is a Certain Kind of 
Woman ... ," Journal of National Association of Women Deans, 
Administrators, and Counselors (Spring 1975):102. 



40 

These characteristics have become their unique work style 

which, when combined with more traditionally appropriate or 

"manlike" behaviors, serve them well. Some of those traits 

exist in successful women and are positive rather than 

negative in the context of the individual success style. 1 

The sociological patterns of the sex-role stereotypes 

have resulted in what is considered to be appropriate 

behavior for males and females. Gutek and Stevens' survey 

showed that certain positions evoke male/female images and 

thus a stereotype would probably be hired. 2 Conversely, 

the male/female gender of an applicant evokes an image 

which may influence the position offered. Dale's research 

showed that women seem to be labeled as secretarial or 

clerical, even when they have college training, while men 

with college training are seen as the executive type. 3 

After a few years of this, women behave according to what 

is expected rather than performing up to their capabilities. 

Even in administrative positions women are expected to play 

supportive roles. 4 Traditionally, males have been vested 

1 Adams, Women On Top, p. 21. 

2Gutek and Stevens, Differential Response of Males 
and Females to Work Situations Which Evoke Sex Role Stereo
types. 

3 Dale, "Women are Still Missing Persons in Adminis-
trative and Supervisory Jobs." 

4Eleanor M. Schetlin, "Wonderland and Looking-Glass: 
Women in Administration,'' Journal of National Association of 
Women Deans, Administrators, and Counselors (Spring 1975):104. 
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with leadership roles in our society. The qualities asso-

elated with top-level administrators and executives are 

also associated with masculinity and are thus believed to 

be inconsistent with femininity. These qualities are com-

petition, independence, competence, intellectual achieve-

ment, and leadership. According to Nieboer, these are also 

the qualities for promotability. 1 LaRouche quoted an old 

textbook-definition of masculine as "strong, tough, 

aggressive, dominating," and thinking for oneself. Feminine 

meant "receptive, docile, and acquiescent." 2 Following this 

same line of thought, Nieboer cited a study by Coleman 

which said, "Even when a woman fulfills leadership functions, 

she is seldom judged to be a leader." 3 

Looking at conclusions based on research rather than 

expected role behaviors and unexamined assumptions, women 

administrators in large urban school districts were in many 

ways like their male counterparts. They tended to be 

chronologically mature, hold graduate degrees, have pro-

professional experience, and have been motivated to careers 

in educational administration by a desire for greater 

1Nieboer, "There is a Certain Kind of Woman ... ," 
p. 1 00. 

2 LaRouche and Ryan, "The Right Image (and how to 
get it). 

3Nieboer, "There is a Certain Kind of Woman ... ," 
p. 99. 



42 

opportunities for leadership service, higher pay, and 

enhanced job status. 1 Job satisfaction or psychic income 

is of no less importance to women than to men. Mary 

Elizabeth Reeves referred to a study by Wolfe who investi-

gated the work habits of two thousand women in higher edu-

cation. The data demonstrated the strong needs of 

women to derive a sense of satisfaction and accomplishment 

from their work. 2 The women in general tended to fit the 

popular stereotype of establishment administrator. Yet, 

based on an examination of thepositions held by these women 

and their qualifications, these d a ta tend to support the 

notion of "women's jobs" in education as identified by 

3 Scriven and Nunnery. Willis' 1978 study regarding career 

decisions revealed that because of preconceived notions 

about women's effectiveness in management positions, they 

have been hindered from competing equally with men in job 

performance and in achieving personal role satisfaction. 4 

1Alvenia L. Scriven and Michael Y. Nunnery, "Women 
Central Office Administrators in Large Urban Districts: 
Characteristics and Perceptions," Educational Horizons, 
p. 138. 

2 Reeves, "An Analysis of Job Satisfaction of Women 
Administrators in Higher Education." 

3scriven and Nunnery, "Women Central Office Admin
istrators in Large Urban Districts: Characteristics and 
Perceptions." 

4 Uargaret L. Willis, "Role Problems: An Evaluation of 
Sex Differences for Career Women and Men." Dissertation 
Abstracts International 38 (University Microfilms No. 78-18, 
444, 1977), p. 1697A. 
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Men seem to dominate the administra tive staff at all levels 

except, perhaps, elementary. This has a subtle effect on 

young people choosing to prepare for a role in teacher 

education. If such persons are female, they have a ten-

dency to avoid an administrative role, especially a t the 

secondary level; if interested in higher education, females 

may tend to choose elementary educa tion a s their field of 

concentration. Ka plan concluded: 

The continued doMinance of either males or females in 
any of these roles carries a potenti a lly powerful mes
sage to persons choosing careers in teacher education; 
that is, the choice of appropri a te roles in tea cher 
education is, among other things, implicitly dependent 
upon one's sex. 1 

Because of these and other such stereotypical ide a s, 

women in Schetlin's study thought advancement would come 

2 only if they worked twice as hard as men. Those in Willis' 

study expressing an intent to apply for a n administrative 

position felt that they must be extremely confident and 

motivated to be selected. 3 Unfortunately, many women in 

Smith's study personalized these feelings of inferiority 

to the point where they, too, doubt that women can handle 

1Kaplan, "Survival Talk for Educators--Sexism in 
Teacher Education," p. 354. 

2schetlin, "Wonderland and Looking-Glass: Women in 
Administration." 

3Willis, "Role Problems: An Evalua tion of Sex Dif
ferences for Career Women and Men." 
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administrative positions . 1 Schetlin wrote, "When women 

describe themselves as 'able to do a man's work,' it per

petuates the myth that only men make good administrators." 2 

Small noted that whatever a man did, right or wrong, did not 

reflect on all men. "The token woman gets extra scrutiny 

and attention and becomes a kind of spokesperson for the 

3 entire group." When males or females observe situations 

from a biased perspective, such stereotypes as those 

described are projected onto women in general, long beforean 

individual woman ever walks through the office door. 

Deterrents to Women Seeking Administrative Positions 

In a 1982 study for the National Institute of Educa-

tion, Effie Jones and Xenia Montenegro divided the deter-

rents to women seeking administrative positions into two 

categories--external and internal. The greatest external 

barrier was employers' negative attitudes. 4 Lawrence D. 

Schwimmer supported this position when he wrote: 

1Rosa A. Smith, "Women Administrators - Is the Price 
Too High?" NASSP Bulletin (April 1974), p. 101. 

2Schetlin, "Wonderland and Looking-Glass: Women in 
Administration." 

3 Small, "What Women Bosses Are Up Against." 

4Effie H. Jones and Xenia P. Montenegro, "Climbing 
the Career Ladder: A Research Study of Women in School 
Administration," Dissertation Abstracts International 
(1982). 
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The chauvinistic attitudes of traditional executives 
--90 percent of whom are men--are a major obstacle. 
Although chauvinism has become more subtle, sex bias 
shows up very clearly. Men are given opportunities 1 not offered women, and women are hurt by stereotypes. 

Similarly, according to Touchton and Shavlik, the issue 

2 has not been one of competence but of acceptance by men. 

As recently as July 1985, Dr. Joyce Brothers counseled a 

man who did not consider himself to be a chauvinist, but 

who hated the idea of working for a woman. She wrote: 

It appears from your comments that you're not looking 
at your boss as an ind~vidual, and that what you hold 
against her is primarily her sex. It's clear no woman 
boss could meet your approval.3 

Rosa Smith found that some men feel that being subordinate 

to a woman reflects badly on their masculinity, and that 

4 others resent any woman's earning a higher salary. Cronin 

and Pancrazio reported that some men are threatened by the 

prospect of more women colleagues in administration or the 

possibility of a woman supervisor. 5 A recent study by 

1Schwimmer, "Women Executives: What Holds So Many 
Back?" 

2Judith Touchton and Donna Shavlik, "Challenging the 
Assumptions of Leadership: Women and Men of the Academy," 
New Directions for Higher Education (Vol. 6, No. 2):95. 

3 "Joyce Brothers: Women Bosses," Ft. Lauderdale 
News/Sun-Sentinel, 22 July 1985, sec. C, p. 2. 

4Smith, "Women Administrators - Is the Price Too 
High?" 

5Joseph M. Cronin and Sally B. Pancrazio, "Women as 
Educational Leaders," Phi Delta Kappan (April 1979):583. 
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Alvenia Scriven and Michael Nunnery showed that 78 percent 

of the women administrators studied perceived resentment 

by males working with a woman; over one-half felt sub-

ordinates resented taking orders from a woman; and approx-

imately one-half perceived that some educators expected 

1 them to play a traditional female role as follower. 

Gordon and Ball reported a study made by a University of 

Florida Kellogg leadership study team which showed sta-

tistically that working for a woman administrator was a 

positive experience. The research team was so surprised 

by the results that they rechecked their work and the 

2 results were the same. Regina Ferguson, while studying 

California women school board members, found that tradi-

tion and prejudice were responsible for the dispropor

tionately low number of women on school boards. 3 Smith 

also indicated the problem of negative attitudes when she 

stated, "The woman who wishes to become a school admin-

istrator must be prepared to face considerable opposition 

in school attitudes and social inequalities." 4 

1scriven and Nunnery, "Women Central Office Admin
istrators in Large Urban Districts: Characteristics and 
Perceptions." 

2susan R. Gordon and Patricia G. Ball, "Survival 
Dynamics for Women in Educational Administration," Journal 
of National Association of Women Deans, Administrators, 
and Counselors (Winter 1977):46. 

3Regina H. Ferguson, "California Women School Board 
Members' Concerns, Priorities, and Self-Perceived Effec
tiveness," Dissertation Abstracts International (1977), 
p. 3831A. 

4Smith, "Women Administrators - Is the Price Too 
High?" 
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According to Tyler, the major obstacle to be overcome 

by women seeking administrative posts, in addition to 

others' attitudes, was functioning in a male-dominated 

social structure. 1 Willis 2 and Schwimmer 3 both, in 

independent studies, felt that women were hindered from 

competing equally with men because of their prior social-

ization patterns. Schwimmer said that women were less 

skilled at playing the corporate game because the whole 

societal conditioning that women have undergone has not 

given them the same advantages that 4 men have had. 

Schwimmer further noted that "women are less inclined to 

believe that work is a game with rules and customs that 

have been fashioned by men, who have controlled business 

for centuries." 5 Women are handicapped because they are 

less likely to participate in the golf outing or the 

after-hours drink at a bar. It is in these situations 

that people often learn about hidden rules, agendas, and 

opportunities. Many males don't share that sort of 

information with women, because they don't view females 

1Tyler, "Personal Characteristics and Career Paths 
of Selected Women Administrators in Higher Education.'' 

2Willis, "Role Problems: An Evaluation of Sex Dif
ferences for Career Women and Men." 

3Schwimmer, "Women Executives: What Holds So r.Iany 
Back?" 
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as professionals who are being groomed for a high execu-

t 0 0 t 0 1 lYe pOSl lOn. Schwimmer concluded that: 

Many women have been socialized to be very honest and 
forthright and therefore bring a certain naivete' to 
the world of business. They tend to fall victim to 
certain myths that lead to disappointment and to 
expectations that won't be realized. One of these 
myths is the idea that the business world will be 
fair. . Similarly, many women believe the old 
myth that hard work equals success. But that is true 
only if you are meeting the boss's definition of hard· 
work.2 

There have b~en few people to whom the potential 

woman administrator could turn for guidance and encourage-

ment. Patricia Neighbors pointed out that there were no 

women role models for her, so she now takes great satis-

faction in her role as mentor for many young people, male 

and feQale. 3 Jones and ~lontenegro listed lack of an influ-

ential sponsor and lack of a professional network as major 

barriers to the advancement of women in educational admin-

istra tion. 4 The absence of men tors or role models caused 

many women to become discouraged. Thus "the higher, the 

fewer" phenomenon has an element of self-perpetuation. 

Strommer reported, "Even the woman who has proved her 

capabilities in training generally cannot count on society 

1Ibid. 

2 Ibid. 

3 Adams, Women on Top, pp. 55-56. 

4 Jones and Montenegro, "Climbing the Career Ladder: 
A Research Study of Women in School Administration." 
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for encouragement or her colleagues for fair treatment." 1 

Strommer added, "Women lack the sense of community and 

2 mutual support which our male colleagues take for granted." 

Schwimmer explained: 

It's more of a natural process that men have with each 
other, a kind of informal career counseling .... 3 There are many women who do not support each other. 

In ·comparing male and female career paths to the superin-

tendency, Drue Shropshire Guy wrote: 

Women have a definitely more indirect path to the 
superintendency than men. Women hold significantly 
fewer principalships and they experience a lack of 
'mentoring'. . The sex of the applicant is a 
determining factor in not successfully acquiring 
higher level administrative positions. The sex is 
female. 4 

While giving an interview for U.S. News and World 

Report, Lawrence Schwimmer explained: 

Prejudice and chauvinism still prevent many women from 
advancing faster up the corporate ladder, but females 
also can hurt their own chances. In general, · women do 
not give themselves enough credit for their talents. 
They need to build confidence and self-esteem.5 

1 Strommer, "Whither Thou Goest: Feminism and the Edu-
cation of Women." 

3Schwimmer, "Women Executives: What Holds So Many 
Back?" 

4 Guy, "Women and the Superintendency: A Comparison 
of Female and Male Career Paths and Expectations in Ohio." 

5Schwimmer, "Women Executives: What Holds So Many 
Back?" 
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Jo Foxworth called this lack of self-confidence a "fear of 

success rather than a fear of failure." 1 People take notice 

of the token woman in a leadership position, therefore it 

takes an added initiative to venture in to this role. The 

deterrents to administrative positions caused by the women 

themselves were identified by Jones and Montenegro as inter-

nal barriers. The lack of self-confidence indicated by 

Schwimmer was interpreted by Jones and Montenegro to be a 

2 "confusion about life goals." Another internal barrier 

identified by this research team was failure to apply for 

more . b 3 JO S. Judith M. Hilton, in her study of the relation-

ships between sex-role stereotypes and career aspirations 

of elementary and secondary women teachers, concluded that 

women did not seek administrative positions beyond the 

principalshiporpossibly central office because they felt 

they had to be extremely confident and motivated to be 

selected. Occupational sex biases and recruitment, hiring, 

and promotional opportunities were seen to be limited for 

4 them. In a study of the factors which influence the 

1 Foxworth, Boss Lady, p. 17. 

2 Jones and Montenegro, "Climbing the Career Ladder: 
A Research Study of Women in School Administration." 

4Judith M. Hilton, "The Relationships Between Sex
role Stereotypes and Career Aspirations of Elementary and 
Secondary Women Teachers,'' Dissertation Abstracts Inter
national (1977). 



51 

career aspirations of women, Irma Burleigh-Savage came to 

the conclusion that women's perceptions of unfair odds 

discouraged them from seeking administrative positions. 1 

In a study by Melanie Jones, the statistical results indi-

cated that males perceive their expectancy for obtaining a 

position higher than do women, thus giving them a higher 

motivational force for seeking administrative positions in 

the public schools. This higher motivation was sufficient 

enough to include sex as a predictor variable in other 

studies. 2 Drue Shropshire Guy summed up the topic of 

internal barriers: 
. 

Educational administration is a male dominated pro-
fession. The l ac k of success in upward mobility, 
including principalships, may have attributed to the 
lack of self-confidence and thus may account for 
women's being older, having more experience, and 
achieving more degrees thanmen before applying for 
positions. 3 

Gordon and Ball concluded that recruiting women for high 

administrative positions meant changing the status quo, and 

1Burleigh-Savage, "A Study of the Relationship 
Between the Scarcity of Women in Higher Educational Admin
istrative Positions and the Multiple Factors Which Influ
ence the Career Aspirations of Women Professors.'' 

2Melanie Matthews Jones, ''Motivation of Male and 
Female Teachers for Seeking Upward Mobility via Administra
tive Positions: A Study Based on Expectancy Theory," Disser
tation Abstracts International (Vol. 40, No. 11, May 1980), 
p. 303. 

3 Guy, ''Women and the Superintendency: A Comparison 
of Female and Male Career Paths and Expectations in Ohio,'' 
p. 209. 
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change is never easy, especially when it is a challenge to 

1 the white, male dominated power base. 

Need for Development a l Programs 

The problem of sex discrimination is extensively 

entrenched in society. Some progra ms have been presented 

and others are being planned to ass ist women in overcoming 

both internal and external barriers to career advancement. 

Jones and .Montenegro indica ted in their studies that women 

show progress in overcoming the bar riers o nce they are 

identified. 2 Ellen Kimmel et al. planned a n institute for 

women in administration. One of their goals was "to 

increase the number of women candidates for a dministrative 

positions, and to insure that graduates become sensitive 

to sex-stereotyping so they will function as agents to 

3 eliminate its presence." In order to increase the num-

ber of applicants for administrative positions, the inter-

nal barriers such as l ack of self-confidence must be 

addressed. Irma Burleigh-Savage noted that men had the 

advantage in seeking a dministrative jobs through 

1Gordon and Ball, "Survival Dynamics for Women in 
Educational Administration," p. 47. 

2 Jones and Montenegro, "Climbing the Career Ladder: 
A Research Study of Women in School Administration.'' 

3Ellen Kimmelet al., Women and Administration 
Institute: .Making a Difference (Hollywood, CA: ERIC 
Document Reproduction Service, CG 011 939, 1977). 
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1 institutional encouragement to pursue them. McLure and 

McLure suggested that professors of educational adminis-

tration should help women build the self-confidence they 

need to be successful administrators . They reported that: 

. several of the women administrators responding 
to the questionnaire viewed their professors as non
accepting of women instructors and patronizing to 
the women students. Universities should hire women 
professors in departments of educational administra
tion and seek their assistance in counseling women 
who wish to be administrators . 2 

A study by Holmstrom and Holmstrom affirmed the need for 

more female faculty to provide "role models of successful 

and respected academic women" and "sympathetic and 

encouraging professors and advisers." 3 Kimmel suggested 

that women need "extra competence" and extra self-

confidence to perform "pioneer" roles and to influence 

others. According to Kimmel, participants in her workshop 

"thought advanced degrees were necessary to obtain positions 

of leadership in the field of education." 4 Schwimmer 

1Burleigh-Savage, "A Study of the Relationship 
Between the Scarcity of Women in Higher Educational Admin
istrative Positions and the Multiple Factors Which Influ
ence the Career Aspirations of Women Professors." 

2John W. McLure and Gail T. McLure, "The Case of the 
Vanishing Woman: Implications for the Preparation of Women 
in Educational Administration," Leadership Development for 
Women in Education (Toronto: The Ontario Council for Leader
ship in Education, 1975), p. 6. 

3E. I. Holmstrom and R. W. Holmstrom, "The plight of 
the woman doctoral student," American Education Research 
Journal (November 1974):1-18. 

4Kimmel et al., Women and Administration Institute: 
Making a Difference. 
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implied that many women get over-qualified a nd stagnate in 

their positions. 1 

Gardner
2 

in North 

Studies like those by Linda Cheers 

3 Carolina and Drue Shropshire Guy in 

Ohio illustrated the fact that there exists a n a mple number 

of women certified in administration, even for the superin-

tendency. Effie Jones, while running a program for AASA, 

pointed out that: 

Women miss out on superintendencies because they are 
not part of the national 'old boys' network, which 
recommends most of the people for the top j~bs, 
especially in the larger school districts. 

In an interview with Phyllis Rosser, Jones said, 

"Merit is simply not enough. The relationship is often 

developed through informal contacts . . a woman must 

know someone in this inner circle." 5 For this reason 

opportunities are now being offered for women to learn how 

to play the game and establish contacts. Jones continued, 

"If a woman is competent, has professional visibility and 

1Schwimmer, "Women Executives: What Holds So Many 
Back?" p. 64. 

2Linda Cheers Gardner, Employment Status of Female 
Administrators and Attitudes Toward Employment of Female 
Administrators in the Community College System of North 
Carolina (East Tennessee State University: ERIC Document 
Reproduction Service, No. 77-27 984, 1977), p. 174. 

3 Guy, "Women and the Superintendency: A Comparison of 
Female and Male Career Paths and Expectations in Ohio.'' 

4Rosser, ''Women Fight 'Old Boys' for School Admin
istrative Jobs." 
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a series of influential mentors, she will move through the 

system." 1 Ellen Kimmel concluded: 

Although it will no doubt be years before women are 
treated equally relative to appointment to adminis
trative positions, it is imperative that special 
training and encouragement be offered to those inter
ested.2 

Summary and Conclusion 

Various attempts have been made to explore the situa-

tions surrounding women's efforts to gain equal status with 

men in the realm of administration. From the world of 

business administration: 

Only six percent of middle-management positions 
and one percent of upper management positions 
are currently filled by women. Women bosses are 
still a statistical anomaly.3 

to the world of educational administration: 

Ninety-seven percent of administrators were male; 
ninety-eight percent of the board chairmen were 
male; the overall ratio of male/female adminis
trators was 97:3.4 

discrimination against women in administration is an estab-

lished pattern in society. Melanie Jones reported that 

"the percentage of female administrators in the nation's 

1Ibid. 

2Kimmel et al, Women and Administration Institute: 
Making a Difference. 

3 Small, "What Women Bosses Are Up Against." 

4 Gardner, Employment Status of Female Administrators 
and Attitudes Toward Employment of Female Administrators 
in the Community College System of North Carolina. 
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public schools has decreased over the last few decades and 

the trend appears to be continuing, exaggerating the 

already disproportionate ratio of the numbers of female-

1 male administrators conpared to female-male teachers." 

Drue Shropshire Guy summed up his study of women a nd the 

superintendency this way: 

Women are at a disadva ntage in achieving the super
intendency because their career path is more indirect. 
The lack of principalships among women is a key 
factor, and women have few role-models.2 

In a study by Lao and Childers regarding the attitudes 

toward women among college students, they found that males' 

attitudes toward wonen were more libera l if they were con-

fident in their chosen positions and if their mothers had 

advanced degrees. 3 Gardner's study also indicated that 

males had good feelings toward female administrators--so 

long as they (females) didnot threaten their status. 4 Lao 

and Childers also pointed out that the growing awareness 

that women have their own identities and rights has led to 

1Jones, ''Motivation of Male and Female Teachers for 
Seeking Upward Mobility via Administrative Positions: A 
Study Based on Expectancy Theory." 

2Guy, ''Women and the Superintendency: A Comparison of 
Female and Male Career Paths and Expectations in Ohio.'' 

3Rosina C. Lao and John S. Childers. Antecedents and 
Effects of Attitudes Toward Women Among College Students 
(ERIC Document Reproduction Service, ED 150 458, 1973). 

4 Gardner, Employment Status of Female Administrators 
and Attitudes Toward Employment of Female Administrators 
in the Community College System of North Carolina. 
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sweeping legal actions to reduce discrimination and, more 

importantly, to develop a different social attitude toward 

1 women. However, Gardner studied the employment status of 

female administrators in the community college system of 

North Carolina in 1977 and concluded that compliance with 

affirmative action regulations was compliance in theory, 

t . t. 2 no 1n prac 1ce. In July of 1985, Maureen Reagan was 

quoted by Nancy Cooper at the World Conference of the 

Decade for Women: 

. And though women nade great strides during the 
last decade, as the Decade for Women comes to a 
close, empty rhetoric may overshadow those achieve
ments.3 

Jones and Montenegro suggested that school boards and 

school districts investigate the extent to which women are 

represented in their administrative staff and closely 

examine their hiring/promotion practices and procedures: 

"Often they will find that procedures can stand some easy 

improvements to assure equity for women and other under-

4 represented groups." 

1 
Lao and Childers, Antecedents and Effects of Attitudes 

Toward Women Among College Students. 

2 Gardner, Employment Status of Female Administrators 
and Attitudes Toward Employnent of Female Administrators 
in the Community College System of North Carolina. 

3 Nancy Cooper, "Women: A 'U.N. Battlefield,'" Newsweek, 
July 1985, p. 27. 

4 Jones and Montenegro, "Climbing the Career Ladder: A 
Research Study of Women in School Administration." 
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In addition to examining current policies, various 

strategies for women have been suggested by McLure to 

bridge the statistical gap. Women need to support each 

other, to review problems of discrimination and a ssess 

counseling needs, and to further the network and communi-

cation channels open to them. Workshops and institutes 

are needed to raise the levels of self-confidence, a spira-

tions, and independence of women, to set role models and 

professional examples for women, and to assist women in 

assertiveness and management skills. 1 Nieboer summarized 

the situation: 

Since attitude change often follows behavior changes, 
it appears that present negative a ttitudes toward 
women administrators may be expected to continue 
until there are enough women a dministrators to have 
an effect on the existing attitudes and stereotypes 
of the educational community.2 

\icLure and McLure, "The Case of the Vanishing Woman: 
Implications for the Preparation of Women in Educational 
Administration." 

2Nieboer, "There is a Certain Kind of Woman ... ," p. 100. 



CHAPTER III 

DESIGN OF THE STUDY 

Introduction 

Decreasing percentages of women in administrative posi-

tions in the field of education indicated a need for this 

study. The problem was to determine if school board mem-

bers in the state of Florida held biased opinions of women 

administrators. The study also attempted to detect possible 

causes of bias which might be based on stereotyped opinions 

held by these board members. Suggested causes of these 

opinions were the independent variables, i.e. age, sex, and 

level of education. Therefore, the null hypotheses stated 

that attitudes toward women administrators showed no sig-

nificant change regardless of age or educational level. 

Research Population 

Descriptive research involves collecting data in order 

to test hypotheses or answer questions concerning the cur-

rent status of the subject of the study. This type of 

study determines and reports the way things are. 1 This 

1
L. R. Gay, Educational Research: Competencies for 

Analysis and Application (Columbus: Charles Merrill Co., 
1976), p. 10. 
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method was considered to be appropriate for the purposes 

of this study. Every effort was made to acquire as many 

subjects as possible so that inferences about the popula

tion of interest could be as correct as possible. 1 The 

research population polled for this study was 348 school 

board members. This was 100 percent of the school board 

members in the state of Florida for the school year 

1982-83 as listed in the Florida Education Directory: 

1982-83. 2 

Instrumentation 

Dependent Variables 

The basic instrument used in this descriptive study 

was the Women as Managers Scale (WAMS) which was developed 

by Peters, Terborg, and Taynor in 1974. 3 It was a self-

administered questionnaire consisting of statements about 

women in management. The statements provided response 

choices from strongly agreeing to strongly disagreeing 

based on a seven-point Likert scale. Approximately 

one-half of the items were worded favorably and one-half 

of the items were worded unfavorably toward women. The 

responses to each item indicated a positive or negative 

2Florida Department of Education, The Florida 
Education Directory: 1982-83. 

3 Peters, Terborg, and Taynor, "Women as Managers 
Scale (WAMS): A Measure of Attitudes Toward Women in 
Management Positions." 
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attitude toward women in management. The test instrument 

was included in Appendix B. Permission to use this instru-

ment was obtained from the authors (see Appendix C). 

The Women as Managers Scale was developed for scien-

tific studies to detect specific biased attitudes of the 

subject population. The three specific scales of the 

tes·t measured: 

1. Acceptance of women as managers (MAN); 
2. Stereotypic conceptions of feminine biological 

traits (BIO); 
3. Stereotypic conceptions of feminine emotional 

traits (EM0).1 

These traits were identified by means of a factor analysis 

reported by the developers of the instrument. 

The subjects in the 1974 study were college students; 

therefore, the normative data obtained from this group may 

not have been appropriate to apply to school board members. 

Likewise, it could be speculated that social viewpoints 

about women as managers may have changed in recent years. 

Even though the published normative data was of little value 

within the context of this investigation, the three factors 

measured by the instrument were felt to be highly perti-

nent. Therefore, this test instrument was still considered 

to be the proper instrument to use in this study. The 

original WAMS scale and factor loadings were reproduced 

in Appendix D. 

1 Peters, Terborg, and Taynor, "Women as Managers 
Scale (WAMS): A Measure of Attitudes Toward Women in 
Management Positions." 
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Peters et al., reported factor score coefficients for 

each of the items on each of the three factors. Three 

orthogonal (uncorrelated) scale scores could be con-

structed by multiplying each item raw score by each factor 

score coefficient and summing. However, Peters et al., 

used the original Likert scales in summarizing only the 

total scores for establishing normative data. The investi-

gators also computed reliabilities for the total twenty-one 

item scale and not for the three scale scores. The split-

half reliability for the twenty-one item scale (corrected 

1 by the Spearman-Brown formula) was .91. Thus, for this 

study, both approaches to the data (separate factors or 

total scale) would be analyzed before determining which one 

to use. 

Peters et al., used responses to a women's rights 

scale to validate the original WAUS total score. Correla-

tions between the women's rights scale and WAMS total 

scores were .54 for males and .42 for females in the norma-

2 tive study. For this study a five-item scale intended to 

measure attitudes toward current issues concerning women's 

rights was developed. The five items were reported in 

Appendix B, items 16-20. Results on this scale were 

processed in parallel with the WAMS scale. 

1 Peters, Terborg, Taynor, "Women as Managers Scale 
(WAMS): A Measure of Attitudes Toward Women in Management 
Positions." 

2
Ibid., p. 30. 
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Demographic data concerning sex, education level, and 

age were included on the questionnaires. The questionnaires 

were coded so that district size (number of schools) could 

be ascertained. 

Data Collection Procedures 

Survey forms were mailed to 348 school board members 

in the State of Florida during the 1982-83 school year. A 

stamped, self-addressed envelope, as well as a cover letter 

explaining the purpose of the study, was included (see 

Appendix A). Questionnaires were coded so that it was 

possible to send follow-up questionnaires to nonrespondents. 

Three weeks later a second questionnaire was sent to 

all board members who had not responded by that time. A 

response of at least 70 percent was established as a target 

for complete returns. 

Arrangements were made with the Research Department of 

the Broward County School System to key punch the question-

naires as they were returned. The statistical analyses 

were also processed by the Research Department. This ser-

vice was available to Broward County School System employees 

pursuing advanced degrees. 
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Statistical Procedures 

Identifying the Dependent Variable(s) 

Computer programs documented in SPSS Update 7-9 were 

1 used to conduct the statistical analyses. The data was 

first analyzed to determine if the original factor struc-

ture (three factors) which was based on a college popula-

tion applied to the current population of school board mem-

bers. 

The SPSS Update 7-9 Reliability Program was primarily 

2 used to conduct the data analyses. The analyses were 

designed to determine if each scale was in fact measuring 

one of the original factors. 

A scale can be considered unidimensional if it can be 

demonstrated that all of the items are measuring the same 

factor or dimension. This can be determined by examining 

the internal reliability coefficient of a scale. The most 

widely used reliability coefficient for Likert scale items 

is called Cronbach's alpha or simply coefficient alpha. 3 

Another criterion of whether the original factor 

structure applied was that correlations between the three 

separate scale scores would be relatively low. These 

scores were obtained by summing the five items on each 

1c. Hadlai Hull and Norman H. Nie, SPSS Update 7-9 
(New York: McGraw-Hill Book Company, 1981), pp. 248-67. 

3 rbid., p. 256. 
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scale. If the scales were unidimensional measures of three 

separate traits, it follows that correlations between the 

three scales should not be high. High inter-scale score 

correlations would indicate that each scale was measuring 

the same factor rather than three separate factors. In 

that case, one total WAMS score would be used rather than 

the three separate factor scales (MAN, BIO, and EMO). 

It was decided to start with the assumption that the 

three scales provided valid measures of three separate 

attitudinal factors as applied to the current population. 

This assumption would be supported if statistical analyses 

showed: 

1. Alpha reliabilities for each of the three scales 
were relatively high (no less than .5) 

2. Intercorrelations between the three scale scores 
were relatively low (no greater than .5).1 

Results of the above procedures would be used to decide if 

one overall score on the three scale scores would be used 

as the dependent variable(s) in the study. 

Descriptive Data 

Frequency distributions, cross tabulations, and tables 

of average scores also played au important part in iriter-

preting and reporting the findings of the study. This 

information was presented prior to the inferential (hypo-

thesis-testing procedures) analyses. The frequency dis-

tributions and cross tabulations were essential to 

1Peters, Terborg, and Taynor, "Women as Managers 
Scale (WAMS): A Measure of Attitudes T6ward Uomen in 
Management Positions." 
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determine the number of levels to be used for each of the 

factors other than sex. Sex obviously had only two levels, 

i.e. male and female. However, it was important to select 

levels for the other factors which would result in including 

sufficient numbers of men and women in each cell to provide 

a valid basis for the analysis of variance tests. 

Each of the original Likert scale values was coded so 

that scores of 7 were positive. Then the five items were 

summed to produce a total raw score. Persons with missing 

data on more than two items were eliminated from the study. 

Average scores on the other items in the scale were sub-

stituted for persons missing only one or two items. 

Average dependent variable raw scores were transformed 

to T scores to help make the results more easily inter-

pretable. T scores have means of 50 and standard devia-

tions of 10. As noted, the items were scaled so that high 

scores represented positive attitudes. Thus, a T score of 

60 would be one standard deviation higher than the overall 

mean in a positive direction. Using T scores had no effect 

upon the statistical tests. The Research Department used 

SPSS procedures to make this conversion. 

Hypothesis Testing· 

The SPSS MANOVA Program was used to test the major 

1 hypotheses of the study. Univariate ANOVA procedures 

1Hull and Nie, SPSS Update 7-9, pp. 1-79. 
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were used. ANOVA means that a separate analysis of variance 

test was made for each dependent variable. MANOVA means 

that each dependent variable is simultaneously included in 

testing hypotheses. 

When a number of hypotheses to be tested is small and 

the hypotheses have been stated in advance (a priori), ANOVA 

procedures are appropriate . When a variety of statistical 

tests are being made on a set of dependent variables and 

hypotheses have not been stated in advance, MANOVA pro

cedures help guard agai nst finding some significant results 

simply as a function of making a number of statistical 

tests. 

Sex, age, education level, a nd district size served as 

"factors" in the analysis of variance design. In a n a lysis 

of variance terms, the primary concern was the tests of 

the two way interaction between: 

1 . Sex a nd district size; 

2. Sex and age; 

3. Sex a nd educational level. 

In each case the null hypothesis was that differences in 

responses among men a nd women showed no significant change 

across all the levels of each of the other factors. 

Summary 

1. A review of the literature pertaining to women in 

administration was conducted. 
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2. An instrument to measure attitudes toward women in 

administration was selected and adapted. The instrument 

chosen was the Women as Managers Scale which was published 

by the American Psychological Association. Permission to 

use the test instrument was secured from the authors. 

3. Survey forms were sent to 348 school board members 

in the state of Florida during the school year 1982-83. A 

stamped, self-addressed envelope, as well as a cover letter 

explaining the purpose of the study, was included. The 

letter and the questionnaire were included in the appendices 

to this study. 

4. Three weeks later a second questionnaire was sent 

to all board members who did not respond. A response of at 

least 70 percent was set as a goal for this study. 

5. All data received were coded. Arrangements were 

made to use the statistical facilities of the Broward 

County School System. 

6. By means of the aforementioned analysis, the inten

sity of the relationship between the three specific traits 

pertaining to women and the four selected demographic vari-

ables was determined. This information was used to test 

the null hypotheses which stated that there would be no 

significant change in the attitudes of male and female school 

board members to~ard women in administration regardless of 

age or educational level. 



CHAPTER IV 

ANALYSIS OF DATA AND FINDINGS 

Introduction 

Studies such as those presented in chapters 1 and 2 

of this research indicated that there were many women in 

the Florida school system who were qualified for adminis

trative positions, yet the percentage of women adminis-

trators continued to decline. The purpose of this study 

was to investigate whether there were significant differ

ences between male and female school board members' 

attitudes toward women in administrative positions in the 

school system that would help explain this decline. 

General Analysis of Data 

Selection of the Dependent Variables 

The Women As Managers Scale was used as the basic 

test instrument for this study. This instrument, a Likert-

type scale, was normed on a college campus which would 

indicate a limited age span and educational background. 

This population of Florida school board members had educa

tional backgrounds ranging from less than a high school 

diploma to doctoral degrees. The first analysis procedure 

was to determine whether the three factors identified in 

69 
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the original 1974 study would apply to Florida school board 

members in 1983. The three original factors provided 

measures of: 

1. Acceptance of women as managers (MAN); 

2. Stereotypic conceptions of feminine biological 

traits (BIO); 

3. Stereotypic conceptions of feminine emotional 

traits (EMO). 

From data presented in the original WAUS study, it was 

determined that the original factor structure of the WAMS 

instrument would be supported if statistical analyses 

showed: 

1. Alpha reliabilities for each of the three scales 

were relatively high (no less than .5); 

2. Intercorrelations between the three scale scores 

were relatively low (no greater than .5). 

It may be noted that these two conditions were applied to 

the original instrument to verify that each five-item scale 

was measuring a separate factor. Because the statistics 

used to validate the original WAMS test instrument were 

available, a determination was made not to field test the 

revised version used in this study. To support the 

propriety of this decision, the first procedure indicated 

was to analyze the reliability of the revised test instru

ment. 

Results of the reliability analysis are presented in 

Table 1. 

TABLE 1 

RELIABILITY DATA FOR REVISED WAMS FACTORS 

# 

Factor Scales 
Average Item 

Intercorrelation* Coefficient Alpha" 

M~ 

BIO 
EMO 
OPIN 

*No greater than .5 

• 3 1 
• 3 1 
.30 
• 1 6 

#No less than .5 

.68 

.68 

.68 

.46 
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The intercorrelation column indicated the degree to 

which each set of questions related to the other factors. 

If the scores were high, the questions in each section 

would a ll be measuring the same general attitude factor. 

If this had been the case, the test would have still been 

valid as a uni-dimensional test a nd thus would have dic

tated the approach to the a nalysis of the rest of the data. 

The alpha coefficient column indicated how closely the 

questions within each five-item section related to each 

other to indicate that they were measuring the same trait. 

The first column in Table 1 reported the average 

intercorrelation between the five items in each scale. It 

tended to be about .3 0 for each of the WAMS scales. The 

five-item women's rights scale (OPIN) had a considerably 

lower average inter-item correlation (.16). This was to 

be expected. These items were related only because they 

were current items on women's rights issues and were not 

related by theme or subject. 

In general, the average inter-item correlations were 

relatively low for an opinionnaire type scale. It may be 

inferred that ·the board members tended to think through 

their responses to each item individually, rather than being 

influenced by their responses to previous items. 

The alpha coefficients for each of the WAMS scales 

rounded to .68. This more than met the criterion of .5 

which was used to test whether each scale was a 
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unidimensional measure of a separate trait for this popula-

tion. The women's rights scale (OPIN) yielded a n Alpha of 

.46. A reliability of this size on a five-item attitudinal 

scale is acceptable in terms of using the scores as a 

dependent variable in ana lysis of variance designs. 1 It 

did, however, indicate that the OPIN scale was not a s uni-

dimensional a measure as were the three WAMS scores. The· 

low average item intercorrelations (.16) served to reinforce 

this finding. 

Table 2 shows a breakdown of the results of compa ring 

each of the attitude factors with e a ch of the other 

individual factors. 

TABLE 2 

CORRELATION MATRIX OF DEPENDENT VARIABLES 
NO. OF CASES = 225 

Scales MAN BIO 

~N 1.00 .52* 
BIO 1.00 
EOO 
OPIN 

*Statistically significant: Alpha = .05 
MAN Acceptance of women as managers 

EOO 

.57* 

.48* 
1.00 

OPIN 

.34* 

.35* 

.28* 
1.00 

BIO = Attitudes toward feminine biological traits 
EMO = Attitudes toward feminine emotional traits 
OPIN = Attitudes toward current women's rights issues 

1J. P. Guilford, Fundamental statistics in psychology 
and education (New York: McGraw-Hill Book Company, 1965), 
pp. 480-83. 
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It may be seen that the correlations between MAN and 

BIO (.52) and between MAN and EMO (.57) were both slightly 

higher than the original criterion of .5, but this slight 

overage was acceptable on a five-item attitudinal scale. 

As previously shown, the OPIN scale did not correlate very 

highly with any of the other scales. 

It may be noted that all of the correlations in 

Table 2 were statistically significant. If the OPIN score 

were used to validate the instrument (as was done by 

Peters, et al.), the reported correlations were high 

enough to serve that purpose. Taken together, the data in 

Tables 1 and 2 were considered to be sufficiently close to 

the original criteria to warrant use of the three factor 

scales as dependent variables and the OPIN scale as a 

validating instrument. 

Descriptive Data 

A questionnaire was mailed to each of the 348 school 

board members in the state of Florida. This represented 

100 percent of the board members for 1982-83 in the state 

of Florida who received the questionnaire. A questionnaire 

was considered valid if the respondent had omitted no more 

than two items. At least one valid questionnaire was 

returned from 65 of the 67 counties in the state. This 

indicated that the results would be indicative of attitudes 

around the state. The two counties from which no responses 

were received were Bradford and Nassau Counties .. The total 
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number of responses was 254, or 72.9 percent. The number 

of useable questionnaires returned was 225, or about 

65 percent of the targeted population. The percentage of 

returns by counties is shown in Table 3. 

TABLE 3 

PERCENTAGE OF RETURNS BY COUNTY 

Number of Absolute Cum. Freq. 
County Board Frequency (%) of Total 

Members of Returns Returns 

1 . Alachua 5 2 0.9 
2. Baker 5 4 2.7 
3. Bay 5 3 4.0 
4. Bradford 5 0 4.0 
5. Brevard 5 4 5.8 
6. Broward 7 6 8.4 
7. Calhoun 5 4 10.2 
8. Charlotte 5 3 11 . 6 
9. Citrus 5 4 13.3 

10. Clay 5 2 14.2 
11. Collier 5 5 16.4 
12. Columbia 5 4 18.2 
13. Dade 7 6 20.9 
14. Desoto 5 3 22.2 
15. Dixie 5 5 24.4 
16. Duval 7 6 27. 1 
17. Escambia 5 5 29.3 
18. Flagler 5 2 30.2 
19. Franklin 5 2 31. 1 
20. Gadsden 5 1 31.6 
21 . Gilchrist 5 2 32.4 
22. Glades 5 3 33.8 
23. Gulf 5 3 35. 1 
24. Hamilton 5 3 36.4 
25. Hardee 5 3 37.8 
26. Hendry 5 3 39. 1 
27. Hernando 5 3 40.4 
28. Highlands 5 3 41.8 
29. Hillsborough 4 4 43.6 
30. Holmes 5 3 44.9 
31 . Indian River 5 3 46.2 
32. Jackson 5 6 48.9 
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TABLE 3--Continued 

Number of Absolute CuM. Freq. 
County Board Frequency (%) of Total 

Members of Returns Returns 

33. Jefferson 5 2 49.8 
34. Lafayette 5 4 51.6 
35. Lake 5 5 53.8 
36. Lee 5 4 55.6 
37. Leon 5 6 58.2 
38. Levy 5 5 60.4 
39. Liberty 5 3 61. 8 
40. Madison 5 1 62.2 
4 1 . ?,fana tee 5 5 64.4 
42. Marion 5 3 65.8 
43. Martin 4 2 66.7 
44. Monroe 5 3 68.0 
45. Nassau 5 0 68.0 
46. Okaloosa 5 5 70.2 
47. Okeechobee 5 . 2 7 1 . 1 
48. Orange 7 4 72.9 
49. Osceola 5 3 74.2 
50. Palm Beach 7 4 76.0 
51. Pasco 5 4 77.8 
52. Pinellas 7 3 79. 1 
53. Polk 5 1 79.6 
54. Putnam 6 3 80.9 
55. St.Johns 5 3 82.2 
56. St. Lucie 5 4 84.0 
57. Santa Rosa 5 1 84.4 
58. Sarasota 5 4 86.2 
59. Seminole 5 5 88.4 
60. Sumter 5 4 90.2 
61 . Suwannee 5 4 92.0 
62. Taylor 5 4 93.8 
63. Union 5 2 94.7 
64. Vol usia 5 1 95. 1 
65. Wakulla 5 4 96.9 
66. Walton 5 5 99. 1 
67. Washington 5 2 100.0 

348 254 

Based on research presented, district size was believed 

to be one of the possible factors influencing the attitudes 

of the school board members. As the questionnaires returned, 
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each one was coded for district size. A breakdown of 

responses in terms of the number of schools in each district 

and the number of questionnaires returned from each district 

is shown in Table 4. 

TABLE 4 

DISTRICT SIZE 

Number of Number of Cumulative 
Schools Returns from Each Percentage 

in District Size District of Returns 

1 4 1. 8 % 
3 5 4.0 
4 14 10.2 
5 2 11 . 1 
6 19 19.6 
7 11 24.4 
9 13 30.2 

10 9 34.4 
11 15 40.9 
12 3 42.2 
14 5 44.4 
16 7 47.6 
17 13 53.3 
18 3 54.7 
19 4 56.4 
20 2 57.3 
24 6 60.0 
30 4 61. 8 
32 3 63. 1 
34 8 66.7 
35 5 68.9 
36 4 70.7 
37 2 71.6 
38 6 74.2 
42 5 76.4 
45 5 78.7 
52 4 80.4 
59 1 80.9 
64 4 82.7 
66 5 84.9 



Number of 
Schools 

in District 

105 
116 
120 
123 
149 
151 
161 
277 
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TABLE 4--Continued 

Number of 
Returns from Each 

Size District 

1 
4 
3 
4 
6 
4 
6 
6 

225 

Cumulative 
Percentage 
of Returns 

85.3 
87. 1 
88.4 
90.2 
92.9 
94.7 
97.3 

100.0 

It was necessary to divide the total returns into three 

size categories for comparison purposes. The natural divi-

sions occurred between 24 and 30 schools and between 66 and 

105 schools. It was interesting to note that there were no 

districts with 67 to 104 schools in them so the size of 

district increased dramatically at that point. This indi-

cated a tremendous variety in the population pattern across 

the state. 

Table 4 clearly showed that most of the respondents 

came from small school districts. For example, 60.0 percent 

of the responses came from districts with fewer than 25 

schools. The large number of small schoo l districts in 

Florida was a factor which was l argely overlooked in plan-

ning the study . The data in Table 4 indicated that small 

counties would be disproportionately represented in any 

effort to classify the district size factor into levels. 
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Since this research was designed as a comparative 

study, it was necessary to subdivide the returned question-

naires by sex. The cross tabulation in Table 5 shows the 

results of trying to divide district size into three levels 

and break down the resultant cel ls by the sex factor. Small 

districts were classified as those having fewer than 25 

schools. Medium sized districts were classified as those 

having at least 26 but fewer than 67 schools. Large dis-

tricts were classified as those with more than 105 schools. 

TABLE 5 

DISTRICT SIZE SUBDIVIDED BY SEX 

District No. of Schools Female Respon- I.lale Respon-
Size in District No. .u dents %* no.+ dents % rr 

Small Fewer than 25 32 52.5 % 99 61.9 % 

Medium Between 26 
and 67 

Large Over 104 
Total 

Missing=4 

*Percentage of total females 
#Percentage of total males 

20 32.8 36 

9 14.7 25 
61 100.0 160 

-

+Number of males and females in each size district 

22.5 

15.6 
100.0 

Table 5 indicated that 61 of the respondents were women. 

This was 27.1 percent of the total respondents. Four of the 

respondents did not indicate their sex, which was why the 

totals of the cross tabulations (22 1) did not equal the 

simple frequency distribution of 225. 
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Table 5 showed tha t only 9 female and 25 male respon-

dents came from large districts. Since it was pl a nned to 

further subdivide respondents into educational a nd age 

levels, it was evident that the district size v a riable should 

be dropped from the analysis of variance design. Even if 

the groups were not further subdivided, it would a ppe a r 

dubious to base estimates for women boa rd members in l a r g e 

districts on a sample of nine cases. 

Educa tiona l Level 

The educa tiona l level of the bo a rd members wa s identi-

fied as a possible factor influencing their attitudes towa rd 

women in administrative positions. The simple frequency 

distribution of the returned questionnaires based on responses 

to the educational factor is presented in Table 6. 

TABLE 6 

FREQUENCY DISTRIBUTION: 
EDUCATIONAL LEVEL OF BOARD MEMBERS 

Educational Level 

Less than high 
school 

High school degree 

Some college 

Four-year degree 

Ma ster's degree 

Doctorate 

Missing = 2 

Number at Each Level 

4 

31 

68 

56 

34 

30 
"2"23 

Cum. Perce::1t 

1.8 % 

15.7 

46.2 

71. 3 

85.6 

100.0 
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Approximately 85 percent of the persons serving as 

school board members have attended college for varying 

amounts of time. It was interesting to note that four of the 

respondents had less than a high school diploma, and almost 

one-half of the board members (46 .2 percent) did not have a 

four-year college degree. 

In order to compare the respondents by sex in the 

analysis of variance tests, the educational levels were 

reduced to three and cross tabulated by sex. These results 

are shown in Table 7. 

TABLE 7 

EDUCATIONAL LEVEL DIVIDED BY SEX 

Educational Females Males 
Level Number Percent Number Percent 

Less than college 
degree 29 47.5 % 72 45.6 % 

College degree 19 31. 1 35 22.2 

Advanced degree 13 21.3 51 32.2 
61 158 

Missing = 6 

Table 7 indicated that a larger percentage of males had 

advanced degrees than females. This supports the findings 

reported in chapter 2 of this study which indicated that 

males usually take a more direct route to advanced degrees 

than females. 
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Age 

Another demographic item selected as an independent 

variable was the age factor. A simple frequency distribu-

tion of school board members by age is presented in Table 8. 

TABLE 8 

FREQUENCY DISTRIBUTION: AGE VARIABLE 

Age 
Level 

Under 35 yrs. 

36-45 yrs. 

46-55 yrs. 

Over 55 yrs. 

Missing = 3 

Number at Each Level 

10 

69 

75 

68 
222 

Cum. % Total 
Respondents 

4. 5 % 

35.6 

69.4 

100.0 

Very few board members were younger than 35 (4.5percent). 

It might be inferredthat the populace does not become very 

interested in the school system until they have school-aged 

children. The other three age categories seemed to be sim-

ilarly represented with approximately the same percentage of 

members of each age group. 

To make a consistent pattern for the analysis structure 

it was necessary to divide the age factor into three inter-

vals and cross t a bulate by sex. The results are shown in 

Table 9. 



Age Level 
Categories 

45 yrs. or 
less 

46-55 yrs. 

Over 55 yrs. 

l.liss ing = 6 

82 

TABLE 9 

AGE DIVIDED BY SEX 

Females 

Number 
Each Level 

16 

26 

19 
61 

Percent 
Females 

26.2 % 

42.6 

31. 1 

Males 

Number 
Each Level 

62 

48 

48 
158 

Percent 
Males 

39.2 % 

30.4 

30.4 

It may be seen that board members under 46 years of age 

were more likely to be males (39.2 percent) than females 

(26.2 percent). As presented in the literature, women are 

stereotypically expected to be at home while their chidren 

are young rather than following a public career. Many people 

use the position of school board as a springboard to a more 

powerful public office. This also supports the findings pre-

sented in this study which indicated that men typically reach 

administrative levels at a n earlier age than women, because 

stereotypical attitudes have caused women to have personal 

motivation problems or to lack public acceptance. 

The analysis of variance design employed in the sub-

sequent section utilized the age, educational level a nd sex 

categories as factors. A three factor a nalysis of variance 

may be called a "three-way a nalysis ." Table 10 summarizes 
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the number of cases in each cell of the three by three by two 

analysis of variance design. 

Age 

TABLE 10 

ANALYSIS OF VARIANCE DESIGN: AGE BY 
EDUCATIONAL LEVEL BY SEX 

Female: Educational Level 

High School College 
No. % No. % 

Advanced Degre e 
No. % 

45 or less 1 1 37.9 % 5 26.3 % 0 ... 7c 0 

46-55 yrs. 10 34.5 8 42. 1 8 61.5 

Over 55 yrs. 8 27.6 6 31.6 5 38.5 

Male: Educational Level 

45 or less 31 43. 1 % 1 1 32.4 % 20 39.2 % 

46-55 yrs. 26 36. 1 10 29.4 12 23.5 

Over 55 yrs. 15 20.8 13 38.2 19 37.3 

There were no female respondents 45 years or younger 

with advaced degrees. However, MANOVA program was designed 

to provide estimates for this cell on the basis of the non-

empty cells. The statistical tests of interest were sup

ported by sufficient cases. 1 

1Hull, Nie, SPSS Update 7-9 (New York: McGraw-Hill Book 
Company, 1981) , pp. 8-11 . 
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Hypothesis Testing 

A complete summary of the actual cell means and standard 

deviations for each dependent variable was provided in Appen-

dices E through H. The following tables described the 

relevant means scores and analysis of variance tests per-

formed on each of the WAMS scales and the women's rights 

(OPIN) scale. The scores on each five-item scale were con-

verted to T scores with means of 50 and standard deviations 

of 10. This was done to improve the interpretability of the 

findings. 

Acceptance as Managers (MAN) 

The educational level means for the acceptance of women 

as managers (MAN) are represented in Table 11. 

TABLE 11 

UNWEIGHTED MEAN SCORES FOR MAN~: 
EDUCATIONAL LEVEL DIVIDED BY SEX 

High School College Advanced 

Sex No. Uean No. Mean No. Mean 

Female 29 53.0 19 54.3 13 55.8 

Male 72 45.9 35 48.7 51 50.7 --
Difference -7. 1 -5.6 -5. 1 

*Acceptance of women as managers 

The hypothesis of interest stated that differences 

between the average scores of males and females were the 
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same at all educational levels. It may be seen that these 

differences ranged from 7 . 1 (High School) to 5.1 (Advanced). 

Females' scores were above average (higher than 50) at all 

educational levels, yet the differences between the scores 

remained less than one standard deviation apart. Both males 

and females became more liberal in their acceptance of 

women as managers as their educational level increased. 

Table 11 indicated that males with only a high school edu-

cation or less were the least able to accept a woman manager, 

probably because of insecurity in their own positions. As 

males gained a higher level of personal security through 

more education, their acceptance of women as managers 

increased. Even the most positive male attitude (50.7) was 

a rather tenuous acceptance. 

The mean scores for the acceptance of women as man-

agers according to age groups are presented in Table 12. 

TABLE 12 

UNWEIGHTED MEAN SCORES FOR MAN*: 
AGE DIVIDED BY SEX 

45 Yrs. or Less 46-55 Yrs. Over 55 Yrs. 

Sex No. Mean No. Mean No. Mean 

Female 16 54.7 26 54.3 19 53.8 

Male 52 50.4 48 48.5 48 46.3 --- --- ---

Differ-
-4.3 -5.8 -7.5 ence 

*Acceptance of women as managers 
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The null hypothesis was that the differences between the 

means of males and females remained the same for each age 

group. Table 12 showed differences in unweighted means 

that ranged from 7.5 (over 55) to 4.3 (45 or less). The dif-

ferences between males and females were less than one stan-

dard deviation at all times. 

This table supports the research presented earlier which 

indicated that the younger generation was more liberal than 

the older generation of both males and females. Females 

under 45 were more accepting of women as managers than were 

males. The mean score of 50.4 for males under 45 indicated 
. 

that they were rather neutral in their opinions; whereas, the 

mean score of 46.3 for males over 55 years of age would 

indicate a negative reaction to women managers. While 

middle-aged males were only slightly negative in their atti-

tudes toward female managers, it becomes noteworthy when the 

two negative intervals are combined. This indicated that 

60 percent of the male board members held a negative view of 

women in administrative positions without any other com-

bination of effects. 

The statistical tests of the two major hypotheses of 

the study involved the sex by educational level and the sex 

by age level interactions. The SPSS option "Unique" was 

used. This caused each effect to be treated independently 

of the other effects. 1 These results are presented in 

Table 13. 

1Ibid. 
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TABLE 13 

ANALYSIS OF VARIANCE FOR MAN#: 
SEX BY EDUCATIONAL LEVEL BY AGE LEVEL 

Source of Sum of Degrees 
Variation Squares Freedom 

Within cells 18896.56 201 
Age 238.52 2 
Educ. Level 375.51 2 
Sex 705.71 1 
Age X Ed. Level 273.39 4 
Sex X Ed. Level 80.57 2 
Sex x Age 98.80 2 
Sex x Age X Ed. 294.04 3 

*Statistically significant; Alpha .05 
#Acceptance of women as managers 

of 
F 

. . . 
1. 269 
1.997 
7.507 

.727 

.429 

.525 
1.043 

P Less 
Than 

... 

.283 

.138 

.007* 

.547 

.652 

.592 

.375 

The sex by educational level (P less than .652) and sex 

by age level (P less than .592) effects were clearly nonsig-

nificant. This meant that the difference between the group 

means reported in Tables 11 and 12 could be expected to occur 

due to chance. In a statistical sense the differences 

between males' and females' attitudes across both age and 

educational levels could be regarded as constant, therefore, 

the null hypothesis could not be rejected. Contrary to 

expectations, the differences in attitudes of males and 

females did not decrease significantly as educational levels 

increased or as age levels decreased. 

The only statistically significant difference in 

Table 13 involved the sex main effect. Males and females 

differed significantly in their responses to the MAN scale, 
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but this difference was not affected by age or educational 

level. 

Stereotypic Conceptions of Feminine 
Biological Traits (BIO) 

It was expected that as males' educational level in-

creased, they would perceive the biological functions of 

women as less of a hindrance to the performance of adminis-

trative tasks. The educational level means for the factor 

dealing with biological traits (BIO) are presented in 

Table 14. 

TABLE 14 

UNWEIGHTED MEAN SCORES FOR BIO*: 
EDUCATIONAL LEVEL DIVIDED BY SEX 

Hi~h School College Advanced 

Sex No. r.rean No. Mean No. Uean 

Female 29 55.9 19 55.3 13 58.6 

Male 72 45.6 35 46.7 51 49.8 

Difference -10.3 -8.6 -8.6 

*Attitudes toward feminine biological traits 

The major hypothesis stated that the differences 

between the mean scores of males and females would not vary 

across all educational levels. As shown in Table 14, the 

means varied from 10.3 for High School to 8.6 for College 

and Advanced degrees. Since the means did not vary enough to 

be statistically significant, the null hypothesis was sup-

ported. The males 45 and under· were a full standard 
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deviation below the females' mean, and males' attitude 

changed only slightly (2 points) with increases in educa-

tion. It may be noted that male scores were below average 

(negative) at all educational levels. 

It was expected that the older respondents would be 

more conservative in their reactions to all facets of the 

questionnaire. The mean scores for the factor pertaining 

to biological traits of women (BIO) based on the age 

category of the respondents are given in Table 15. 

TABLE 15 

UNWEIGHTED MEAN SCORES FOR BIO*: 
AGE DIVIDED BY SEX 

45 Yrs. or Less 46-55 Yrs. Over 55 Yrs. 

Sex No. !.lean No. Mean No. Mean 

Female 16 55.3 26 57.3 19 56. 1 

Male 62 49.7 48 46.8 48 45.7 -- -- --
Differ- -5.6 -10.5 -10.4 

ence 

*Attitudes toward feminine biological traits 

It was hypothesized that there would be no differences 

between the mean scores for males and females regardless of 

age. Table 15 showed differences ranging from 5.6 (45 or 

less) to 10.5 (46-55). The results showed that males did 

become slightly more conservative as their age increased, 

but this difference was not statistically significant so the 

null hypothesis was supported. The last two categories were 

a full standard deviation apart, a nd in no category did the 
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males have average scores. Females of the 46-55 age category 

were the most liberal regarding biological functions of 

women. This could reflect an assertion of freedom or 

independence since they were beyond the child-bearing years 

and age had not yet become a limiting factor to career goals. 

The test for interaction for sex by educational level 

by age level is presented in Table 16. This test was to 

specifically determine if any combination of age, sex, or 

educational level would result in a significant interaction. 

TABLE 16 

ANALYSIS OF VARIANCE FOR BIO#: 
SEX BY EDUCATIONAL LEVEL BY AGE LEVEL 

Source of Sum of Degrees of 
Variation Squares Freedom 

Within cells 17085.31 201 
Age 39.6 2 
Educ. Level 20.5 2 
Sex 573.1 1 
Age X Ed. Level 274.9 4 
Age X Sex 36.2 2 
Sex X Ed. Level 32.8 2 
Sex X Age X Ed. 81.4 3 

*Statistically significant; Alpha = .05 
#Attitudes toward feminine biological traits 

F 

. . . 

.23 

. 12 
6.74 

.80 
• 21 
.19 
.32 

P Les 
Than 

... 
.729 
.886 
.010* 
.521 
.808 
.825 
.812 

The results of the tests for the interactions of Age by 

s 

Sex (P less than = .808) and Educational Level by Sex (P less 

than = .825) were not significant at the .05 level. Since 

these differences were not statistically significant, the 

null hypothesis could not be rejected. 
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The F ratio for Sex was over six times the ratio of the 

other variables. Males and females did differ significantly 

in their opinions toward the biological characteristics of 

women, however, this opinion was not affected significantly 

by age or educational level. The unweighted means for the 

BIO scale for the sex variable were 56.4 (positive) for the 

61 females and 47.4 (negative) for the 158 males. The large 

percentage of males increases the significance of the nega-

tive statistic. 

Stereotypic Conceptions of Feminine 
Emotional Traits (EMO) 

With an increase in education, a more liberal inter-

pretation of emotional stereotypes was expected to follow. 

The differences between mean scores of males and females on 

the emotional factor (EMO) or personality traits by educa-

tiona! level are recorded in Table 17. 

Table 17 

UNWEIGHTED MEAN SCORES FOR EMO*: 
EDUCATIONAL LEVEL DIVIDED BY SEX 

Hi~h School College Advanced 

Sex No. Mean No. Mean No. Mean 

Female 29 52.5 19 52.0 13 54.2 

Male 72 48.5 35 50.0 51 49.2 -- -- --
Differ- -4.0 -2.0 -5.0 

ence 

*Attitudes toward feminine emotional traits 
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Table 17 showed small variations between means based on 

educational levels. The null hypothesis stated there would 

be no differences caused by the educational factor. It was 

interesting to note that males with a four-year college 

degree were more liberal in their views than males with 

advanced degrees, while females with a four-year degree were 

slightly more conservative than women with only a high 

school education. Since these changes were not statistically 

significant, the null hypothesis was supported . . 

It has long been accepted that conservative ideas tend 

to emerge as age increases. The mean scores for age by sex 

regarding stereotypical opinions of the emotional stability 

of women managers are presented in Table 18. 

TABLE 18 

UNWEIGHTED MEAN SCORES FOR EMO*: 
AGE DIVIDED BY SEX 

45 Yrs. or Less 46-55 Yrs. Over 55 Yrs. 

Sex No. Mean No. Mean No. Mean 

Female 16 53.4 26 53.6 19 51. 5 

Male 62 51.1 48 49. 1 48 47.4 --- --- ---
Differ-

-2.3 ence -4.5 -4. 1 

*Attitudes toward feminine emotional traits 

In keeping with the expected results, the means for the 

group over 55 years of age were more conservative, however, 

the changes were so slight as to be almost non-existent 
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relative to the increase in age; therefore, the null 

hypothesis was supported. The scores for EUO, age by sex, 

were the most positive of any of the tests for males. They 

showed the slightest amount of variance--from 2.3 for males 

45 years or younger to 4.5 for males 46-55 years of age. 

The three-way test (ANOVA) for emotional characteris-

tics of women is presented in Table 19. This test was 

designed to determine if any combination of age, education, 

or sex might present a statistical clue to the expressed 

opinions. 

TABLE 19 

ANALYSIS OF VARIANCE FOR EMO#: 
SEX BY EDUCATIONAL LEVEL BY AGE LEVEL 

Source of Sum of Degrees of 
Variation Squares Freedom 

Within cells 18250.72 201 
Age 345.76 2 
Educ. Level 211.01 2 
Sex 479.28 1 
Age X Ed. Level 442.82 4 
Age X Sex 99.73 2 
Sex x Ed. Level 235.73 2 
Sex x Age x Ed. 275.24 3 

*Statistically significant; Alpha = .05 
#Attitudes toward feminine emotional traits 

F 

... 
1. 904 
1. 162 
5.278 
1.219 

.549 
1. 298 
1.010 

P Less 
Than 

. .. 

. 152 

.315 

.023* 

.304 

.578 

.275 

.389 

The statistical tests of age by sex (P less than .578) 

and educational level by sex (P less than .275) showed no 

significant interaction, so they could statistically be 

regarded as constant. Males and females differed slightly 

in their responses to the EMO scale,but this difference was 
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not affected by age or educational level. Sex alone has 

appeared to be significant, but the hypothesis could not be 

rejected on that basis since it was not an interaction. 

Women's Rights Issues (OPIN) 

The OPIN scale was a set of five questions pertaining 

to controversial women's rights issues of the 1980s. These 

were included to verify that the other test items developed 

in the 1970s were still relevant to the issues and people of 

the 1980s. A drastic change of mean scores would indicate 

that the results of the study were of questionable value. 

It was expected that board members with more education would 

be more liberal in their acceptance of changing women's 

rights issues. Table 20 presents the means scores for the 

women's rights (OPIN) scale as subdivided by their educa-

tional levels. 

TABLE 20 

UNWEIGHTED MEAN SCORES FOR OPIN*: 
EDUCATONAL LEVEL DIVIDED BY SEX 

Hi~h School College Advanced 

Sex No. Mean No. Mean No. !\lean 

Female 29 51. 8 19 52.9 13 57.6 

Male 72 47.9 35 47.5 51 50.3 -- -- --

Differ-
ence -3.9 -5.4 -7.3 

*Attitudes toward current women's rights issues 
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The null hypothesis stated that the differences between 

mean scores for males and females would not be significant. 

Table 20 showed differences ranging from 3.9 for High 

School to 7.3 for Advanced Degrees. Since these differences 

were not statistically significant, the null hypothesis was 

supported. Only males with advanced degrees had average 

scores or a slightly positive acceptance of the changing 

women's role, while females scored above average consistently 

in their opinions of women's rights issues. 

As indicated with the other dependent variables, the 

older generation was expected to be less favorable to 

changing social values than the younger generation. The mean 

scores for the women's rights scale (OPIN) according to the 

age factor is presented in Table 21. 

TABLE 21 

UNWEIGHTED ~EAN SCORES FOR OPIN*: 
AGE DIVIDED BY SEX 

45 Yrs. or Less 46-55 Yrs. Over 55 Yrs. 

Sex No. Mean No. Mean No. Mean 

Female 16 55. 1 26 54.6 19 51.8 

Male 62 49.4 48 49. 1 48 47.2 -- -- --
Differ- -5.7 -5.5 -4.6 ence 

*Attitudes toward current women's rights issues 
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Differences between the means in Table 21 were not 

statistically significant, therefore, the null hypothesis 

was supported. Table 21 showed differences ranging from 

4.6 (Over 55) to 5.5 (46-55). The smaller difference for 

the Over 55 group was not caused by liberal points of view 

for the males, but because the females of that age were con-

siderably more conservative on the modern issues. This 

chart followed the pattern expected, that there would be 

differences toward the conservative as the respondents' ages 

increased. Because the changes toward the conservative side 

were so slight, it might be inferred that school board mem

bers are more aware and better informed about current trends 

than would be expected of the general populace. 

The OPIN tests for interaction of age and educational 

level by sex are shown in Table 22. This test was used to 

determine if any combination of age, education, or sex 

would identify a particular segment of the observed popula

tion that might display a significant, predictable change 

of opinion. The statistical tests of the two main hypoth

eses of the study involve the sex by age and the sex by 

educational level interaction--educational level by sex 

(Pless than .166) and age by sex (Pless than .243). 
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TABLE 22 

ANALYSIS OF VARIANCE FOR OPIN#: 
SEX BY EDUCATIONAL LEVEL BY AGE LEVEL 

Source of Sum of Degrees of 
Variation Squares Freedom F 

Within cells 19769.71 201 ... 
Age 507.41 2 2.579 
Educ. Level 591.45 2 3.006 
Sex 929.61 1 9.451 
Age X Ed. Level 385.35 4 .979 
Age X Sex 280.27 2 1. 424 
Sex X Ed. Level 356. 18 2 1.810 
Sex x Age X Ed. 306. 13 3 1.037 

*Statistically significant; Alpha= .05 
#Attitudes toward current women's rights issues 

P Less 
Than 

. .. 

.078 

.052 

.002* 

.420 

.243 

. 166 

.377 

The differences between males and females across all age 

and educational levels were considered statistically con-

stant. Therefore, the null hypotheses could not be 

rejected. This means that it is probably true that age and 

educational level have no combined effect on a board mem-

ber's attitude toward women in administration. 

The only statistically significant difference was the 

sex main effect. This difference was not affected by age 

or educational level as stated in the null hypotheses. 

The F score for the sex main effect was over three times 

the ratio for any other effect. 

The mean scores for the main effects for sex are 

shown in Table 23. 
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TABLE 23 

MAIN EFFECTS FOR SEX*: 
UNWEIGHTED MEAN SCORES FOR SEX 

Sex No. MAN BIO EMO OPIN 

Female 61 54.2 56.4 52.8 53.7 

Male 158 48.4 47.4 49.2 48.6 --- --- --- ---

Differ-
-5.8 ence -9.0 -3.6 -5. 1 

*Attitudes determined solely upon sex; no interaction 

Table 23 showed that there were differences between 

males 1 and females 1 attitudes _t oward women as adminis-

trators. The main effect for sex (not an interaction) was 

significant in every ANOVA test. This table showed that 

averages for females were consistently above average 

(above 50 = positive) and the mean scores for males were 

consistent ly more conservative (below 50= negative). 

The most negative responses concerned the biological 

factors of females that males perceived as making females 

less effective in their performance of the role of an 

administrator. 

The consistency of the pattern a nd the fact that 

these differences were not affected by the other indepen-

dent variables, i.e. age and educational levels, indicated 

that male school board members in Florida hold stereotyped 

opinions about women as admi nistrators which are negative 



99 

in nature. These opinions might help to account for the 

declining numbers of women in administrative positions in 

the school systems of the state of Florida. 



CHAPTER V 

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 

Purpose 

The purpose of this study was to investigate the dif

ferences between male and female school board members' 

attitudes toward women administrators in the state of 

Florida. 

Summary of Procedures 

The first step in this study was to review litera-

ture pertaining to women in administration. Discrimination 

against women administrators became a recurring theme so 

the need for a study of this nature came into focus. An 

instrument to measure attitudes toward women in administra-

tion was selected and adapted. The instrument chosen was 

the Women as Managers Scale which was published by the 

American Psychological Association. Permission to use the 

test instrument was secured from the authors. 

Survey forms were sent to the 348 school board members 

in the state of Florida during the school year 1982-83. 

Three weeks later a second questionnaire was sent to the 

board members who did not respond. A response of at least 

70 percent was established as a goal for this study. All 

100 
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data received were coded. Arrangements were made to use 

the statistical facilities of the Broward County School Sys

tem. 

The next step was to operationalize specific null 

hypotheses for the study. Demographic data such as age, 

educational level, and district size could be applied to 

the Women as Managers test instrument to yield a set of 

relevant hypotheses. These hypotheses could be very pre-

cisely tested by analysis of variance procedures. They 

represented tests of interaction effects within this 

statistical framework. An attempt was made to determine if 

there were any combination of features that would explain the 

differences in opinion between male and female school board 

members. 

The original idea had been to include superintendents 

in the survey, but it was soon realized that there were not 

enough womensuperintendents to warrant testing the hypotheses 

on this population. Thus, the study was limited to school 

board members. After the data were collected, it was 

realized that there were not enough women respondents from 

large districts to justify using district size as an inde-

pendent variable. Since the plan was for a statewide survey, 

it was deemed proper to make the best analysis possible from 

the returns that were received, even if it meant eliminating 

one variable. The major hypotheses were finalized based on 

the information acquired. 
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This left three factors to be analyzed for main effects 

and interactions based on responses to the Women as Managers 

test items and the five women's rights issues. These factors 

to be analyzed were sex, age, and level of education. An 

analysis of variance test was run on each of the four 5-item 

scales. These were designed to test the interactions (com-

bination of effects) of age and sex or educational level and 

sex for the dependent variables. By the use of analysis of 

variance tests, the intensity of the relationship between the 

three specific traits pertaining to women, the current 

women's rights scale, and the three selected demographic 

variables was determined. This information was used to test 

the null hypotheses which stated that there would be no sig

nificant change in the differences between male and female 

school board members' attitudes toward women inadministrative 

positions in the state of Florida regardless of age or edu

cational level. 

Summary of Findings 

The problem studied was whether school board members 

had biased opinions against women administrators which might 

explain the diminishing numbers of women in administration. 

An attempt was also made to detect any possible combination 

of factors investigated which might indicate reasons for 

the opinions expressed inthe survey through an analysis of 

variance of the selected variables. That differences in 

opinion did exist between male and female school board 
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members was shown in every set of means shown in Tables 10 

through 23. Male school board members did have negative 

feelings toward women administrators which were not caused 

by any combination of factors investigated. 

Hypotheses and Conclusions 

The null hypotheses tested for each of the four depen

dent variables and their results were: 

Hypothesis One. There was no significant change in 

the attitudes of male and female school board members towa rd 

women in administration on the MAN scale across educational 

levels. This hypothesis was supported since the inter-

actions were found to be not significant at the .05 Alpha 

level. 

There was no significant change in the attitudes of 

male and female school board members toward women in admin-

istration on the BIO scale across educational levels. This 

hypothesis was supported since the interactions were found 

to be not significant at the .05 Alpha level. 

There was no significant change in the attitudes of 

male and female school board members toward women in admin-

istration on the EMO scale across educational levels. This 

hypothesis was supported since the interactions were found 

to be not significant at the .05 Alpha level. 

There was no significant change in the attitudes of 

male and female school board members toward women in 
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administration on the OPIN scale across educational levels. 

This hypothesis was supported since the interactions were 

found to be not significant at the .05 Alpha level. 

Hypothesis Two. There was no significant change in the 

attitudes of male and female school board members toward 

women in administration on the MAN scale across age levels. 

This hypothesis was supported since the interactions were 

found to be not significant at the .05 Alpha level. 

There was no significant change in the attitudes of 

male and female school board members toward women in admin-

istration on the BIO scale across age levels. This hypoth-

esis was supported since the interactions were found to be 

not significant at the . 05 Alpha level. 

There was no significant change in the attitudes of 

male and female school board members toward women in admin-

istra t ion on the E~IO scale across age levels. This 

hypothesis was supported since the interactions were found 

to be not significant at the . 05 Alpha level. 

There was no significant change in the attitudes of 

male and female school board members toward women in adminis-

tration on the OPIN scale across age levels. This hypothesis 

was supported since the interactions were found to be not 

significant at the .05 Alpha level. 

As was seen in Table 23 differences between males' and 

females' attitudes toward women in administration did exist, 

but since there was no significant interaction with the 
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dependent variables, the differences were considered to be 

statistically constant. 

could not be rejected. 

Therefore, the null hypothesis 

Conclusions 

Evidence to support the conclusion that there were 

differences of opinion between male and female school board 

members is shown graphically in Figure 1, page106. This 

graph represents one standard deviation above and one 

standard deviation below the mean. 

The most favorable male opinion was in reference to 

the emotional factor. The conclusion was that males 45 

years of age and under believe that women do possess the 

emotional characteristics (personality traits) necessary 

for managerial positions. The most negative reaction for 

males pertained to the biological factor. These results 

indicated that males with a high school education or less, 

and males over 55 years of age are more adamant that the 

biological functions of women prevent them from satisfactor

ily performing the duties of an administrator than the other 

groups. 

Using T scores, 50 is the average score. Not only 

were males consistently more conservative in their 

attitudes than females, males were usually below average in 

their feelings which would indicate an almost universal 

negative reaction to women administrators regardless of age 

or educational level. 
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The assumption that the older generation is tradi

tionally more conservative than the younger generation was 

the basis for using age as an independent variable in this 

study. The age and sex interaction was most pronounced for 

males in this study. Figure 1 shows graphically the results 

of the age category divided by sex. For each dependent 

variable, the repeated pattern is a definite downward slope 

(negative direction). The males 45 a nd under were the most 

liberal on each factor of the WAMS instrument, a nd the males 

55 and over were the most negative in their attitudes 

toward women in administration. While reporting T scores 

above 50, or positive in nature, the female scores also 

showed that the group over 55 years of age was more con

servative than the group 45 years or younger. This study 

supports the generalization that people tend to get more 

conservative as they get older. 

Another conclusion drawn from the related literature 

and used as an independent variable was the assumption 

that people get more liberal in their attitudes as their 

educational level increases. Figure 1 also shows a graphic 

representation of the results from this study divided by 

the sex factor. In every case, the respondents with advanced 

degrees were the most positive for both males and females. 

While the upward slope or liberal trend for the edu

cational level was not as pronounced as the negative pattern 

for the age factor, the results showed a marked reaction to 
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the educational level. The variations for female board mem-

bers from a low of 51.3 for the older females on the women's 

rights issues to a high of 58.5 for the females with 

advanced degrees on the biological traits would indicate 

that the female board members did not respond positively 

just because they were women. That type of respnse would 

have resulted in unrealistically high scores. The pattern 

for females did indicate an over~ll attitude that was more 

positive than the males. Female board members would better 

understand such factors as the biological traits and would 

realize that they do not present the stereotypical limita-

tions perceived by males. Consistent with the other results 

in this study, the definite pattern of differences between 

male and female school board members would indicate a pre-

dictable attitudinal response to women in administrative 

positions regardless of age or educational· level. The con-

sistent negative reaction gives an important social sig-

nificance to the results of this study. 

This research supported the findings of Jean Stockard 

in 1979 which stated that rural residents and those with less 

formal education were extremely conservative in their 

acceptance of women administrators. 1 Sixty percent of the 

returns were from small conservative districts (25 schools 

or less). The fact that district size was eliminated from 

1stockard, ''Public Prejudice Against Women School 
Administrators: The Possibility of Change." 
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the study because of the limited number of returns from 

females in large districts made another conclusion seem 

valid. If the respondents from rural or small districts 

tend to be more conservative, then the overall effects of 

this study may be skewed to the negative side in the com

parison of male and female board members' attitudes. Since 

~ost of this state is composed of small, conservative 

districts, this would partially help explain the paucity 

of women in administrative positions in the state of Florida. 

Recommendations for Future Studies 

Males and females who a re elected to school boards in 

Florida may differ from the general populace in terms of their 

attitudes toward women administr~tors . This issue could be 

clarified by further research which contrasted WAMS scores 

of other groups of men and women by age and education level. 

Because there were so few female respondents from large 

districts, this study did not get a clear analysis of 

attitudes from large districts. Another study should be 

conducted which pays particular attention to the large num

ber of small districts. 

Superintendents play an important role in recommending 

personnel to the school board. Because of their significance 

in promotional opportunities, a study to a~sess superin

tendents' attitudes toward women administrators should be 

undertaken. 
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In an effort to provide an equitable situation for 

women aspiring to administrative positions in the state of 

Florida, more upward mobility programs should be offered to 

facilitate the entry of women into traditionally male jobs. 

An analysis of the effectiveness of each type of program 

offered is recommended. 

School board members make decisions which a ffect a 

large percentage of the population. The nature and 

effectiveness of the training school board members receive 

to enable them to make these decisions needs to be investi

gated. 

Additional Conclusions and Recommendations 

The development of this study showed that discrimina

tion against women has been pra cticed for so long many 

people do not realize they harbor feelings of bias. Evidence 

has been recorded from historical events of the past to cur

rent events of the present day to show the prevalence of 

discrimination against women, even in the field of educa -

tional administration . Although there is no logical reason 

for women not to be considered as admi ni strators or managers, 

many people regard women in accordance with the sociological 

patterns of their culture. 

Some of the questionnaires returned had unsolicited 

co~ments which gave an indication of the specific nature of 

the respondent. One unidentified respondent wrote, "A smaller 

percentage of women than men h a ve management ability. In 
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general, women can't compete with men.'' Another anonymous 

board member said, "Only a select few women executives are 

excellent." Another respondent indicated a total dis

interest in women's studies by the comment, among others, 

"This is the most ridiculous study I've ever been asked 

to participate in." 

While four of the respondents who help to manage the 

school system did not even have a high school education, 

almost half of the board members (46.2 percent) as shown 

in Table 6 could not meet the educational requirement of 

a beginning teacher because they lacked a four-year degree, 

yet they are vested with the authority to operate the 

school system. It would also appear safe to assume that 

a percentage of the board members who have college degrees 

would not meet certification standards because they were 

not trained as professional educators. The qualifications 

for school board members are so minimal, persons who can 

charm the electorate can be put in office with no under-

standing of the problems to be encountered. With the 

current emphasis on upgrading the quality of the educa

tional system in the state of Florida, a recommendation 

to upgrade the standards for school board members would 

appear to be in order. 
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3501 N.W. 85 Av~nue 
Coral Sprincs, Fl 330G5 

To: School Doa rd Uembers in the State of Florid~ 
1982-83 

I am enrolled in a doctoral progro~ in th e Collc ~e 
of Educat ion at Florida Atlantic Univer sity . One o f the 
requiremen t s fo r the degree 1 s to p1·epare a di ssertation 
based o~ or i Gina l research. I h ave chosen to do an at 
titudina l s u~vey of schoo l boa r d me~bcrs in our state 
regarding thei r attitu de t ogard wcmen 1 n administration . 
Your response to t~e brief questionnaire enclos0d woul d 
be of great assistance to me. 

Since thi s i s an opinio~ survey, t he re i s n o ri Ght 
or wrong ansger . Your directions ~rc to simply indicate 
the nu mber which corresponds t o your per so nal feelings 
about th e s t atements li sted . It i s not neces sa ry to 
~ign your nn~e , and your or1n1ons will be kept in s trict
est confi~ ence . 7hc qucst1o,~atres arc coded solely for 
the purpose of no:1-re '3fH):1dc:lt i cl lc ,·: - up ::!nd will. r.c: 
affect the conf1dentt <t l ity r>f )'Cu~· r~sponse . T:-,c dcrr.o-· 
eraphic variable>s list0d :n t~\c bottc~.., of thr-· q'Jcstior.;airc 
are an £> :<trcncly .!.m~ort n :-~t p::t rt of t:~c o.nalysls procc 'j ...;:-::!. 
Please ~c spond to a ll of th~ !:ens. ~ sta~~cct, self-n~
dressed en velope is e n c l osed fo r your co~vcn i ence. If i: 
is at all possibl e, wou l d you r etu r n t~e forn withi n a 
week so that I ca~ work on the analy sis durinG Qy winter 
break. 

Bec·au s c of your role as a le a d e r in educntion, I 
believe th at you r participation in this study will help 
to add a sicniflcant body of information about ~oncn in 
admlnistr:tt io;c.. :.ly co- chairr:1c n, Dr . :.lary Gray <t:Jd Dr. 
Ted Urich, and I wi s h to thank yo u fo r takins tine frOQ 
your busy schedule to a~s i st with this project . 

Enclosures 

. Sin.cercly, 

/)J;J-~ _), ,Jwu/~tt-
Patrici a F . Garnett 
~raduat c Student 
Florida ~t la nt ic University 
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REVISED WOMEN AS MANAGERS SCALE 

INSTRUCTIONS: Using the numbers from 1 to 7 on the rating 
scale below, mark your personal opinion about each statement 
by circling the appropriate number. 

1 2 3 4 5 6 7 

1 2 3 4 5 6 7 

1 2 3 4 5 6 7 

1 2 3 4 5 6 7 

1 2 3 4 5 6 7 

1 2 3 4 5 6 7 

1 2 3 4 5 6 7 

1 2 3 4 5 6 7 

Rating Scale 

1 - Strongly Disagree 
2 - Disagree 
3 - Slightly Disagree 
4 - Neither Disagree nor Agree 
5 Slightly Agree 
6 - Agree 
7 - Strongly Agree 

(1) Challenging work is more 
men that it is to women. 

import a nt to 

(2) It is less desirable for women to have 
a job that requires responsibility. 

(3) Men and women should be given equal 
opportunity for participation in 
management training programs. 

(4) Women have the capability to acquire 
the necessary skills to be successful 
managers. 

(5) On the average, women managers are less 
capable of contributing to an organiza
tion's overall goals than a re men. 

(6) The possibility of pregnancy does not 
make women less desirable employees 
than men. 

(7) Women would no more allow their ambi
tions to influence their managerial 
behavior than men. 

(8) Problems associated with menstruation 
should not make women less desirable 
employees than men. 

1 2 3 4 5 6 7 (9) To be a successful executive, a woman 
does not have to sacrifice some of her 
feminity. 

1 2 3 4 5 6 7 (10) On the average, a woman who stays at 
home all the time with her children is 
a better mother than a woman who works 
outside the home at least half the 
time. 
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1 2 3 4 5 6 7 (11) Women are less capable of learning 
mathematical and mechanical skills than 
are men. 

1 2 3 4 5 6 7 (12) Women are not ambitious enough to be 
successful in the business world. 

1 2 3 4 5 6 7 (13) Women possess the self-confidence 
required of a good leader. 

1 2 3 4 5 6 7 (14) Women are not competitive enough to be 
successful in the business world. 

1 2 3 4 56 7 (15) Women cannot be aggressive in business 
situations that demand it. 

1 2 3 4 56 7 (16) When the wife works outside the home, 
the husband should assume a number of 
household responsibilities to balance 
the demands placed on the woman. 

1 2 3 4 5 6 7 (17) An unmarried, pregnant teacher should 
be forced to resign her position even 
though her condition does not impair 
her teaching ability. 

1 2 3 4 5 6 7 (18) All public writings should use non
sexist terminology, i.e. chairperson; 
not chairman, etc. 

1 2 3 4 5 6 7 (19) It is in the best interests of women 
for the Equal Rights Amendment to be 
passed. 

1 2 3 4 5 6 7 (20) Girls should not be permitted to par
ticipate in all sports. 

INSTRUCTIONS: Please circle the appropriate letter for 
each item below. 

(21) HIGHEST LEVEL OF FORMAL EDUCATION 

a. Less than high school 
b. High school 
c. Some college but less than 4 years 
d. 4 year degree 
e. Master's degree 
f. Doctor's degree 

(22) AGE 

a. under 35 
b. 36-45 
c. 46-55 
d. over 55 

(23) SEX 

a. Male 
b. Female 
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J..iG, Janet Tnynor 
1345 N. Fount~in Blvd. 
SprinoficJd, Ohio ~5501 

Ocnr ll,s. Taynor: 

11!3 3501 N.W. OS Ave. 
Cr,rol Spr-in~J s , f-1 J:lcr,s 
January 1 1 19e3 

I um o gruduotc student ut Florido Atlantic University 

in Ooco Hnton, Florida. I om currrJntly l'lorking on my doc-.:or-

al dissertotion in t~c orc2 of Administrotion and Supervision. 

The problem I pl<:~n to rcsc:urch is to sec if ther-e is d5.~crim-

in<:~tion ngni nst ,-,omen in wdm ini struti vc pas i ·t ions .:_ n the 

p"ublic school syster;1 of Florida by members of Floridu ~ -::.h a ol 

Oonrds. While doing my rescnrch on discrimination agoins~ wo

men in :;dm ini strntive positions I found your rc~;curch on the 

Since one of its object i ves is to 

detect discrirnin nti.on within wn oi-:J•l<oizwtiwn, I believe it 

would be suitable For my p ro blLm . 

I am · writing to nsk ~our pcr"'10ission to ~_;se your \·lamer~ us 

Moncgcrs Scale in my reseorch. Thi s is strictly on c~ucotion-

al venture in un ot:tcmpt to cor.1plctc rPY di~sertwtion a:od not 

h public ~ti on _for profit. I would be most Dporc~iG~ivc if 

you would grant me this permission. I look fori'IQrd to hcuring 

from you !:ioan. 
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Ms. Patricia F. G~rnett 
3501 N.W. 85th Avenue 

119 

Coral Springs, Florida 33065 

Dear Ms. Garnett: 

Sonthern Illinois 
University at Carbondale 
Carbondale, Illinois 62901 

Department of Administrative Scicnceg 
618-453--3307 

January 10, 1983 

You are most welcome to utilize the Women as ~anagers Scale in 
your dissertation research. This scale is in the public domain, and 
it is only necessary that you provide a C')mplete citation v1hen you 
utilize it in your dissertation. Best of luck with your research. 

LHP:jl 

Sincerely yours, 

rlevy ~· 
LawrenciJH. Peters 
Associate Professor 
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ITEMS AND FACTOR SCORE COEFFICIENTS 

Items 

Factor I -- Acceptance as Managers 

1. It is less desirable for women than men to 
have a job that requires responsibility. + 

2. Women have the objectivity required to 
evaluate business situations properly. 

3. Challenging work is more important to men 
than it is to women. + 

4. Men and women should be given equal oppor
tunity for participation in management 
training programs. 

5. Women have the capability to acquire the 
necessary skills to be successful managers. 

6. It is acceptable for women to compete with• 
men for top executive positions. 

7. On the average, women managers are less 
capable of contributing to an organiza
tion's overall goals than are men. + 

8. It is not acceptable for women to assume 
leadership roles as often as men. + 

9. The business community should someday 
accept women in key managerial positions. 

10. Society should regard work by female man
agers as valuable as work by male managers. 

Factor II Stereotypic Feminine Barriers 

1. The possibilty of pregnancy does not make 
women less desirable employees than men. 

2. Women would no more allow their emotions to 
influence their managerial behavior than 
would men. 

Factor Score 

.33264 

. 14819 

.26156 

.31521 

.21980 

. 16896 

. 13462 

. 12887 

.11864 

.14516 

.47164 

. 31143 

3. Problems associated with menstruation should .35428 
not make women less desirable than men as 
employees. 
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4. To be a successful executive, a wor.an does .24966 
not have to sacrifice some of her femininity. 

5. On the average, a women who stays at home .24538 
all the time with her children is a better 
mother than a women who works outside the 
home at least half time. + 

Factor III -- Stereotypic Manager Traits 

1. Women are not ambitious enough to be suc
cessful in the business world. + 

2. Women cannot be assertive in business situ
ations that demand it. + 

3. Women are less capable of learning mathe
matical skills than a re men. + 

4. Women possess the self-confidence required 
of a good leader. 

5. Women are not competitive enough to be suc
cessful in the business world. + 

6. Women cannot be aggressive in business situ
ations that demand it. + 

.41612 

.20195 

.25493 

.28852 

.29801 

.24574 

+ These items are reverse scored so that a high score is 
always associated with a favorable attitude toward women 
as managers. 
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CELL MEANS AND STANDARD DEVIATIOnS (MAN) 

FACTOR CODE MEAN STD. DEV. NO. 

AGE 45 or le 
EDCU HS 

SEX FEMALE 55.3 5.47 1 1 
SEX MALE 48.2 9. 13 31 

EDCU COL DEGR 
SEX FEMALE 54. 1 1. 74 5 
SEX MALE 48.5 10.34 1 1 

EDCU ADVANCED 
SEX MALE 54.5 6.04 20 

AGE 46 - 55 
EDCU HS 

SEX FEMALE 51.8 11. 57 10 
SEX MALE 47.5 8.59 26 

EDCU COL DEGR 
SEX FEMALE 52.2 14.83 8 
SEX MALE 50.2 13.49 10 

EDCU ADVANCED 
SEX FEMALE 58.7 5. 11 8 
SEX MALE 47.9 12.47 12 

AGE OVER 55 
EDCU HS 

SEX FEMALE 51.9 10.40 8 
SEX MALE 41.9 13. 13 15 

EDCU COL DEGR 
SEX FEMALE 56.6 5. 12 6 
SEX MALE 47.5 6.64 13 

EDCU ADVANCED 
SEX FEMALE 52.9 13.58 5 
SEX r.1ALE 49.6 9.51 19 

FOR ENTIRE SAMPLE 50. 1 10. 10 218 
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CELL MEANS AND STANDARD DEVIATIONS (EMO) 

FACTOR CODE MEAN STD. DEV. NO. 

AGE 45 or le 
EDCU HS 

SEX FEMALE 54.5 8.39 11 
SEX MALE 48.5 9.72 31 

EDCU COL DEGR 
SEX FEMALE 52.4 3.05 5 
SEX MALE 51.9 9.85 11 

EDCU ADVANCED 
SEX MALE 53.0 9.68 20 

AGE 46 - 55 
EDCU HS 

SEX FEMALE 54.8 10.45 10 
SEX MALE 50.2 6.51 26 

EDCU COL DEGR 
SEX FEMALE 51.2 8.24 8 
SEX MALE 52.4 10.29 10 

EDCU ADVANCED 
SEX FEMALE 54.9 7.09 8 
SEX MALE 44.8 13.72 12 

AGE OVER 55 
EDCU HS 

SEX FEMALE 48.4 8.65 8 
SEX MALE 46.7 10.62 15 

EDCU COL DEGR 
SEX FEMALE 52.5 6.56 6 
SEX MALE 45.8 8.34 13 

EDCU ADVANCED 
SEX FEMALE 53.6 10.76 5 
SEX MALE 49.69 11.59 19 

FOR ENTIRE SAMPLE 50.3 9.62 218 



APPENDIX G 

CELL MEANS AND STANDARD DEVIATIONS (BIO) 



128 

CELL MEANS AND STANDARD DEVIATIONS (BIO) 

FACTOR CODE MEAN STD. DEY. NO. 

AGE 45 or le 
EDCU HS 

SEX FEMALE 56.5 6.73 11 
SEX MALE 46.5 8.46 31 

EDCU COL DEGR 
SEX FEMALE 54. 1 9.96 5 
SEX MALE 49.9 11. 76 11 

EDCU ADVANCED 
SEX · MALE 52.5 9.42 20 

AGE 46 - 55 
EDCU HS 

SEX FEMALE 56.9 8.40 10 
SEX MALE 47.2 8 . 09 26 

EDCU COL DEGR 
SEX FEMALE 57.5 5.20 8 
SEX MALE 46.8 11. 87 10 

EDCU ADVANCED 
SEX FEMALE 57.5 5.45 8 
SEX MALE 46.3 10.63 12 

AGE OVER 55 
EDCU HS 

SEX FEMALE 54.3 9.44 8 
SEX MALE 43.0 11.64 15 

EDCU COL DEGR 
SEX FEMALE 54.2 8.50 6 
SEX MALE 43.4 7.57 13 

EDCU ADVANCED 
SEX FEMALE 59.7 9.55 5 
SEX MALE 50.7 10.28 19 

FOR ENTIRE SAMPLE 50.0 10.07 218 
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CELL MEANS AND STANDARD DEVIATIONS ( OPIN) 

FACTOR CODE MEAN STD. DEV. NO . 

AGE 45 or le 
EDCU HS 

SEX FEMALE 51.0 6.57 11 
SEX MALE 48.5 8.88 31 

EDCU COL DEGR 
SEX FEMALE 59. 1 7.2 5 
SEX MALE 48.0 12. 1 11 

EDCU ADVANCED 
SEX MALE 51.8 11 • 1 2 0 

AGE 46 - 55 
EDCU HS 

SEX FEMALE 53.9 14.62 10 
SEX MALE 48.4 9.39 26 

EDCU COL DEGR 
SEX FEMALE 50.0 11 • 16 8 
SEX MALE 49.2 12. 18 10 

EDCU ADVANCED 
SEX FEMALE 60.3 14. 15 8 
SEX MALE 49.5 11 . 0 1 12 

AGE OVER 55 
EDCU HS 

SEX FEMALE 50.6 6.24 8 
SEX MALE 46.9 7.82 15 

EDCU COL DEGR 
SEX FEMALE 50. 1 4.49 6 
SEX MALE 45.2 9.30 13 

EDCU ADVANCED 
SEX FEMALE 54.9 5.58 5 
SEX MALE 49.6 9. 18 19 

FOR ENTIRE SAMPLE 50.0 10 .07 218 
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